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ABSTRACT

The purpose of this study was to investigate the leadership
behavior of local public school superintendents in Louisiana by
organizational characteristics.

More specifically, this study

proposed to determine how the leadership styles of Louisiana public
school superintendents vary in terms of size of districts
administered when the following variables were examined:

a) the

educational administrative training of the superintendent; b) the
institution from which the superintendent attained his graduate
degree; c) the number of years employed as superintendent in his
present position; d) the total years employed by his present local
school system; e) the position held prior to becoming superintendent ;
f) the age of the superintendent; and g) the salary of the
superintendent.
Through the utilization of the Ohio State Theory of Leader
Behavior, the researcher examined the differences in the leader
behavior of Louisiana public school superintendents on two dimensions,
initiating structure and consideration.

Each dimension was perceived

from the perspective of the superintendents themselves and of their
administrative staff.
The population of this study was the school superintendents of
the 66 school systems in Louisiana.

The school systems were

categorized into three groups according to the size of the school
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district in terms of public student registration.

The sample

consisted of 62 superintendents and 303 administrative staff members.
Analysis of variance was utilized to determine whether significant
differences existed between specified groups of superintendents.
The results from this study indicate that the independent
variables of education, institution from which graduate training was
attained, years employed as superintendent, and years employed in
system were significant.

That is, the analysis of variance revealed

significant differences among the initiating structure and
consideration means when leader behavior was perceived by the
superintendents or the administrative staff members.
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INTRODUCTION

The concept of leader behavior as a theory of leadership emerged
from a group of studies that began at Ohio State University in 1945.
Halpin (1966) stated that the Ohio State theory of leader behavior was
based on two assumptions.

The first was that administration,

regardless of its setting, was a discipline worthy of study.

The

second assumption emphasized the notion that the focus of research
should be on the behavior of administrators in formally designated
positions.
The Ohio State Leadership Studies, under the direction of Shartle
(1951), recognized several definitions of a leader.

They were:

(a)

an individual who exerted positive influence acts upon others; (b) an
individual who exerted more important positive influence acts than any
other member of the group or organization; (c) an individual who exerted
the most influence in goal setting or goal achievement of the group or
organization; (d) an individual who was elected by a group as a leader;
and (e) an individual who occupied a given office or position of
apparently high influence potential.
The Ohio State group selected the last definition, which dealt with
a formal leader in a formal organization.

By doing this, disputes were

avoided as to whom the leaders in a given situation actually were.
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if the leaders were group members other than the formal leader.
Leader behavior was viewed as an analysis of what the leader does in
a formal organization in relationship to his group to solve
organizational problems (Halpin, 1966).

The original form of the

instrument that was used to measure leader behavior, the Leader
Behavior Description Questionnaire (LBDQ), was developed by Hemphill
(Hemphill and Coons, 1950).
Based on a number of studies completed in the military,
education, and industry between 1950 and 1957, a revised form of the
LBDQ was developed by Halpin to focus on the two major dimensions of
leader behavior, initiating structure and consideration:
Initiating Structure refers to the leader's
behavior in delineating the relationship between
himself and members of the work group, and in
endeavoring to establish well defined patterns
of organization, channels of communication,
and methods of procedure. Consideration
refers to behavior indicative of friendship,
mutual trust, respect, and warmth in the
relationship between the leader and the
members of his staff (Halpin, 1966, p. 39).
These two leader behaviors, initiating structure and
consideration, were associated with the accomplishment of two
fundamental objectives:
maintenance.

(1) group achievement and (2) group

Group achievement was measured in terms of the

quality of goal accomplishment.

A good leader initiated action

and accomplished tasks and thus implemented the goals of the
formal organization.

Group maintenance was measured by the

extent of group cohesiveness.

The skilled leader worked to
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maintain good human relations, thereby taking into account the
individual needs of the work group.

The ratio of goal expectations to

individual needs varied with the specific organizational structure,
the specific job and the specific person involved (Getzels and Cuba,
1958).
The superintendent of a public school system, by virtue of his
position, serves as the formal leader of the organization.

As the

formal leader, each superintendent displays different degrees of
initiating structure and consideration, depending on forces both
internal and external to him.

Charters (1964) found that

superintendents in large school systems did not rate themselves higher
on leadership behavior (initiating structure and consideration) than
their counterparts in small systems.

However, Charters discovered

that administrative staff members in large school systems rated their
superintendents significantly higher on both initiating structure and
consideration than those in small systems.

Murphy (1969) concluded

that the size of a school district has little, if any, influence on
the leader behavior of school superintendents.

Welch (1982) found

that age, degree status, experience, and school district size were
unrelated to the exercise of leadership style.

Other studies have

suggested that the behavior of leaders differed because of their
experience or length of tenure in an organization (e.g., Carlson,
1972; Mondeschein, 1974; MaGill, 1976; Seeman, 1958; Wolf, 1974;
and Rawlings, 1970).
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The Problem
In Louisiana there are 66 local public school superintendents,
each appointed by a local school board to oversee the operations of
the local school system.

The role of the local public school

superintendent is one of leadership.

The guiding hypothesis of this

study is that different organizational structures will result in
differing leadership styles.
The general problem in this study is whether leadership behavior
(initiating structure and consideration) varies due to organizational
characteristics.

More specifically, the study seeks to determine how

the leadership styles of Louisiana public school superintendents
vary in terms of organizational structures when certain variables were
examined.

Questions to be Answered
In order to achieve the study's major purpose, answers were
sought to the following questions;
1.

What was the leadership behavior (initiating structure and

consideration) of Louisiana public school superintendents as perceived
by the superintendents themselves and their administrative staff
members?
2.

What was the leadership behavior (initiating structure and

consideration) of Louisiana public school superintendents as perceived
by the superintendents themselves and their administrative staff
members in terms of size of school system?
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3.

What was the leadership behavior (initiating structure and

consideration) of Louisiana public school superintendents as perceived
by the superintendents themselves and their administrative staff
members in terms of size of school system when the following factors
are considered:
a)

the educational administrative training of the

superintendent; b) the institution from which the superintendent
attained his graduate degree; c) the number of years employed as
superintendent in his present position; d) the total years employed by
his present local school system; e) the position held prior to
becoming superintendent; f) the age of the superintendent ; and g) the
salary of the superintendent?

Significance of the Study
The central focus of this research was on the assessment of
performance factors.

The LBDQ measured the performance of Louisiana

local public school superintendents as perceived by the
superintendents themselves and by the superintendent's central office
professional staff.
The data from this study can be used to serve as a guide for
interpreting LBDQ scores in Louisiana.

In the future this study can

be used as a standard to determine the relationship between a
superintendent's leadership behavior and the organizational structure
of the local school system.
The results may contribute to an understanding of the nature of school
system size acting upon Louisiana local public school superintendents.
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Definition of Terms
1.

Leader Behavior Is a concept consisting of two dimensions:

Initiation of structure and Consideration.

It Is measured by the

administration and evaluation of the Ohio State University Bureau of
Business Research Leader Behavior Description Questionnaire (LBDQ).
2.

LBDQ-Real Is developed by the staff members of the Ohio State

University Leadership Studies and yields scores for two Independent
leadership dimensions : Initiation of Structure and Consideration.

This

study utilized the real version of the 40-questlon LBDQ to assess the two
particular leadership dimensions.

It consists of a series of short

descriptive statements of ways In which leaders behave, while the
LBDQ-ldeal Is worded to Indicate how the leader should behave.
a.

"1 do" LBDQ-Real measures the local school

superintendent's self-perception of his actual leadership behavior.
The questions were phrased as "1 do" alternatives.
b.

"He does" LBDQ-Real measures the leadership behavior of

the local school superintendent as perceived by staff members of the
central office.
3.

The questions were phrased as "He does" alternatives.

Initiation of Structure Is leadership behavior characterized

by production-oriented, roles clearly defined, leader-stated, and
organization and pollcy-orlented.
4.

Consideration characterizes leaders who emphasize comfort and

well-being of members, social concerns, and contributions of
followers.
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5.

Organizational Structure is a breakdown of the Louisiana

local school systems into groups according to size of school system as
based on public student registration.
6.

Local School System is one of the 66 basic (local) school

administrative units in Louisiana.

Each of the 64 parishes within

Louisiana is an independent educational unit.

The two cities of

Monroe, in Ouachita Parish, and Bogalusa, in Washington Parish, have
the same status as a parish school system.
7.

Local School Superintendent is elected by local school boards

to perform duties prescribed by the State Board of Elementary and
Secondary Education.

In addition to constitutional provisions and

statutes, the local school superintendent implements policy and
enforced regulations of the local school board and the State Board of
Elementary and Secondary Education.
8.

Central Office Professional Staff is divided into three

categories:

administrative, instructional, and support services.

The

leadership behavior of each superintendent was described on the
LBDQ-Real as perceived by staff members domiciled in the same central
office as the superintendent.

Design of the Study
Size of School Districts
Using data available from the Louisiana Department of Education, the
local school systems were categorized into three groups according to
the size of the scho.ol district in terms of public student
registration.

Group A consisted of 21 school districts with a student
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registration of 0 - 4,499; Group B, 23 school districts with a student
registration of 4,500 - 9,999; and Group C, 22 school districts with a
student registration of 10,000 or more.
Population
The population of this study was the local school superintendents of
the 66 local school systems in Louisiana.
Procedures
The LBDQ-Real was administered to each of the 66 Louisiana local
public school superintendents to measure his/her self-perception of
leadership behavior.
The leadership behavior of each Louisiana local public school
superintendent was measured by the LBDQ-Real as perceived by selected
central office professional staff.

Within each public school district, no

fewer than four and not more than ten members of the central office
professional staff were asked to participate.
The organizational structure (size of school district) of the local
school system was used as the independent variable to determine its effect
on the leadership behavior (initiating structure and consideration) of the
local public school superintendent.

The guiding hypothesis of this

proposed study was that different organizational structures
would result in differing leadership styles.
In addition, the following variables were examined to determine
the influence each had on the leader behavior of the local public
superintendents of Louisiana:

educational administrative training,

institution from which graduate degree was attained, number of years
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employed as superintendent, total years employed by local school
system, position held prior to becoming superintendent, age, and

Organization of the Study
Chapter I, Introduction, provides a description of the ideas
underlying the study and the nature of the study itself.

Chapter II,

Review of Related Literature, presents the literature that is relevant
to this study.

Chapter III, Description of the Research Study,

details the design of the study.

The choice of instrumentation is

explored, followed by a description of data collection procedures and
the statistical analysis procedures used in the study.

Chapter IV,

Presentation and Analysis of Data, reports the findings of the study.
Chapter V, Summary, Interpretation of Findings, and Recommendations,
summarizes the study, interprets the findings, and reports
recommendations.
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REVIEW OF RELATED LITERATURE

Introduction
The problem of this study was to determine how the leadership
behavior of Louisiana local public school superintendents varied in
terms of organizational structures.

A review of the leadership

literature was conducted to better understand and assess the theories
of leadership, and to select the theory that would form the
theoretical base for this research.

The literature suggests that

leadership theories are grouped into the following three categories :
trait theories, contingency theories, and behavioral theories.

The

categories differ by the emphasis that is placed on the leader, the
group, the situation, and the organization.
The leadership literature is presented first in this chapter,
followed by an in-depth review of the Ohio State Leadership Theory,
which constituted the theoretical base for this research study.

A

review of the literature that dealt with the relationship between the
LBDQ scores of school superintendents and school system size is
detailed.

A literature review of the relationships between leader

behavior and other variables follows.
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Trait Theory
The trait theories of leadership maintain that leaders are people
endowed with exceptional characteristics that place them above the
average person.

Such characteristics include intelligence,

imagination, perseverance, and emotional stability.

Since individuals

possessing those characteristics are superior, it is the obligation of
society to seek them out and train them for leadership by refining
their inborn skills (Owens, 1970).
In reviewing the trait theory literature, Stogdill (1948)
reported that a series of personal factors differentiated leaders from
non-leaders.

Personal factors included such items as intelligence,

scholarship, dependability, responsibility, social participation, and
socieconomic status.

Argyris (1955) and Hornaday and Bunker (1970)

found that alertness, originality, personal integrity, and self
confidence were associated with effective leadership.

Similarly,

Ghiselli (1963), in a study in industrial organizations, showed that
some traits such as intelligence, supervisory ability, initiative, and
self assurance were related to effective managerial performance.
Contradictory findings, however, were reported by Gibb
(1969), who concluded that numerous studies of personalities of
leaders have failed to find any consistent pattern of traits
which characterize leaders.

Similar findings had been reported

by Knickerbocker (1958) who found that approximately five
percent (5%) of the traits that had been reported in more than
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100 studies had appeared consistently.

Gibson, Ivancevich, and

Donnelly (1976) did not accept the trait theory.

These researchers

felt that there were still many contradictory findings because of an
endless number of traits, and that traits operated in combination to
influence followers.

Their opposition also stemmed from the belief

that traits that were effective in one situation might be ineffective
in another.
Trait theories, then, hold that leaders are born, not made, and
that they possess personal and physical qualities that separate them
from the masses.

Leadership training is therefore unnecessary, since

all that is needed is a refining of those inborn qualities.
with trait theory has provided inconsistent results.

Research

Leadership, from

a behavioral perspective, is viewed as a process subject to change and
improvement through formal training and personal experience.

Personal

and physical qualities are important only to the extent that they
can be successfully utilized as part of a total approach to accomplish
individual and group goals.

Contingency Theory
Contingency theories, in contrast to trait theories, place more
emphasis on the situation and the interaction of the leader with the
followers.

Tannenbaum and Schmidt (1973) spoke of influences in the

manager, the subordinates, and the situation.

Managerial influences

included the leader's background, knowledge, and experience, along
with his personal security in uncertain situations and his perception
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of the subordinates' capabilities.

Independence, responsibility, and

commitment to organizational goals were influences in the
subordinates, in addition to active participation in the decision
making process.
organization.

Influences in the situation consisted of the type of
These influences acted in concert to produce a

leadership continuum.

It was the responsibility of the manager to

assess each situation in light of himself and his subordinates and to
exercise the appropriate degree of leadership.
Fiedler's studies in the late 1960's led to the development of
the contingency leadership model (Fiedler, 1967).

Fiedler found that

group performance was dependent on the interaction of leadership style
and situation favorableness.

Leadership style was dichotomized into

either task-oriented or interpersonal relations-oriented.

Situation

favorableness was defined as the degree to which the situation enabled
the leader to exert influence over his group.

The findings indicated

that in terms of group effectiveness, the task-oriented leader was
more effective with groups that were either very high or low in
situation favorableness, while interpersonal relations-oriented
leaders were most effective with groups that had an intermediate
degree of favorableness.

During subsequent studies, Fiedler (1972a,

1972b) found that the performance of a leader depended as much on the
leader's personality as the situation.
The 3-D Management Style Theory of Reddin (1970) held that
leadership styles were effective dependent upon their appropriateness
for a given situation.

Reddin developed four basic styles of
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leadership, which he termed integrated, separated, dedicated, and
related.

Each style had two components, one of which was appropriate

and therefore more effective, the other of which was inappropriate and
therefore less effective.

As an example, the integrated basic style

consisted of an effective managerial style which was termed executive,
and an ineffective managerial style which was termed compriser.

Both

managerial styles were high in task orientation and relationships
orientation, but the situation for the executive style called for this
stance, while the situation for the compromise style called for either
high task or high relationships, but not both.
Hersey and Blanchard's Situational Leadership Theory (1977) was
developed from a tri-dimensional leader effectiveness model in which
task, relationship, and maturity of the followers were key elements.
For Hersey and Blanchard, maturity was defined in terms of achievement
motivation, the willingness and ability to accept responsibility, task
relevant education, and experience.

The model suggested that

leadership changed as followers matured.

With immature followers,

effective leadership was characterized by high task-low relationship
behavior.

As followers matured, task emphasis decreased and

relationship emphasis increased.
The Path Goal Theory (Evans, 1970; House, 1971) focused on how the
leader influenced the followers' perceptions of work goals, self
development goals, and paths to goal attainment.

Effective leaders

impacted on the followers' motivation, performance, and satisfaction
(House and Mitchell, 1974).

Evans (1974) felt that leaders should

make rewards contingent on accomplishment of goals, and should clarify
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paths by specifying those behaviors most likely to result in goals
accomplishment.
House and Dessler (1974) described four leadership styles which
they felt could be practiced at different times by the same leader.
They called the four styles directive, supportive, participative, and
achievement oriented.
propositions:

1)

All four styles were based on the following two

Leader behavior was acceptable and satisfying if

the followers perceived it as immediately satisfying or leading to
future satisfaction; 2)

leader behavior was motivational if it made

the satisfaction of needs for subordinates contingent on effective
performance and provided guidance, direction, and rewards necessary
for effective performance.
Contingency theory, then, stresses the relationships that
exist between the leader and the followers, and the situation or task
that faces the group at a given moment.

Path goal contingency theory

stresses the leader's role in clarifying the followers' paths to goal
attainment, and making rewards contingent on performance.

Much was

found in contingency theory that was reasonable and useful in
understanding the nature of leadership.

The only shortcoming in

contingency theories is the failure of the theories to provide
guidelines for effective leadership that would transcend any
particular situation and apply to all situations.

The authors of

contingency theories, however, would argue that the lack of
generalizability is not a shortcoming, since the theories were
designed to apply in particular situations.
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Behavioral Theory
Behavioral theories are not as concerned with specific situations
as contingency theories are, nor do they emphasize the great man
concept of the trait theories.

Behavioral theories point out the

necessity for effective leaders to be cognizant of the needs of
followers, (people dimension), and the performance demands of the
organization (production dimension).
Concern for people and concern for production were the two
dimensions of Blake and Mouton's Managerial Grid (1964), in which
leadership styles were plotted on a Cartesian coordinate plane.
Concern for production was the horizontal axis, increasing in value
from 0 to 9.

The vertical axis was concern for people, also

increasing in value from 0 to 9.

Blake and Mouton felt that although

a manager could change his concern for people or production relative
to the situation, every manager had a dominant leadership style that
could be plotted somewhere on the plane.
The nomothetic and idiographic dimensions of the Getzels and Guba
model of administration as a social process (1958) pointed to the need
for integration between personal need-dispositions and organizational
role-expectations.

The organization, with its roles and expectations,

constituted the nomothetic dimension.

The individual, with his unique

personality and need-dispositions, constituted the idiographic
dimension.

Getzels and Guba postulated that there was an inherent

conflict between the goals and needs of the organization and those of
the individual.

They perceived that there was a need for a style of

leadership to intervene between the individual and the organization.
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Argyris (1964) noted that organizations needed structure and control
to meet their goals.

Also, individuals should have freedom and

responsibility to meet their personal needs.

Argyris felt that the

leadership of most organizations was indifferent to the needs of
individuals.

For Argyris, effective leadership provided the means whereby

the workers could contribute to organizational goals while meeting their
personal needs for growth and self-expression.
Likert (1967) felt that leadership could be described as either
job-centered or employee-centered.

Job-centered leadership involved

close supervision of employees, based on coercion, reward, and the
legitimate power of superordinate-subordinate hierarchial
relationships.

Using an employee-centered approach, the behavior of

the leader was designed to create a climate that was conducive to
trust and confidence between superiors and subordinates in all
matters.
McGregor's emphasis was in the same direction (1960) as Likert's
when he contrasted Theory X with Theory Y.

In Theory X leadership of

people was a process of directing efforts, motivating, controlling
actions, and modifying behavior to fit the needs of the organization.
Theory Y assumed that people were capable of assuming responsibility
and directing behavior toward organizational goals.
self-motivated and strived for self-development.

They also were

It was the

responsibility of management to create the conditions whereby people
recognized and developed these human characteristics for themselves.
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Etzloni (1971) suggested a Dual Leadership Theory whereby both
leaders and followers exhibited leader behavior.

Etzioni felt that

two leaders were needed in a work group, one to perform the
instrumental role, or the task, and one to execute the expressive
role, the human element.

Formal leaders had the positional power that

was required to handle the instrumental role, but often lacked the
personal power necessary to deal with the expressive role.

In such

cases, the informal leader among the workers became an important
instrument of organizational leadership.
The Ohio State Theory of Leader Behavior (Halpin, 1966) defined
leader behavior as an analysis of what the formal leader did, working
vis-a-vis his group, in a formal organization, in an attempt to solve
organizational problems.

This theory of leadership formed the

theoretical base for this research into the leader behavior of
Louisiana local public school superintendents.

The Ohio State Theory

of Leader Behavior offered advantages that other behavioral, trait,
and contingency theories did not provide.

Chief among these was its

focus on the leader behavior of the formal leader, rather than
leadership acts that might be performed by informal leaders.

Another

reason was the theory's insistence that leader behavior could best be
studied through observation, either by the leader himself or his
followers.
Behavioral theory, then, is two-dimensional, emphasizing a people
dimension and a production dimension.

Effective leaders are seen as

those who exercise leadership in such a manner that the needs of the
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individuals and the organization are met.

Behavioral theories seem

to be more generalizable than contingency theories since they are not
so situation-specific.

The Ohio State Theory of Leader Behavior
Halpin (1966) stated that administration, whether in education,
industry, or government, involved a minimum of the following four
components;

1) the task, 2) the formal organization, 3) the work

group, and 4) the leader.
The task was the reason for the existence of the organization.
The problem of an organization was defined by Halpin as the perception
of the task at a given time by significant members of the
organization, such as the formal leader.

For maximum effectiveness,

the task needed to be clarified, the objectives stated, and procedure
specified to evaluate the effectiveness of achieving the objectives.
The formal organization was described as a social group whose
members were differentiated according to their responsibility for
accomplishing the task of the group.

Job descriptions, function

allocations, responsibility delegation, and organizational hierarchy
all constituted the formal organization.
The work group was composed of individuals selected by the formal
organization to fill positions.

Differential status was usually given

to various groups whenever an organization contained more than one
work group.
The leader was the member of the organization who was formally
charged with responsibility for the organization's accomplishment.
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Halpin stated that the leader had two duties;

1) decision maker, and

2) group leader in his own work group.
As a decision maker, the Ohio State studies group and Halpin saw
the leader as confronted always by the task of the organization.

His

job included evaluating the current state of the organization in terms
of finding a solution to the problem.

Once problems were identified,

the leader's duties consisted of rank-ordering the problems and
delegating authority for their solution.
The amount of group participation in decision making was an issue
of leader behavior discussed by Whyte (1953), who saw the discussion
process as beneficial to the leader who was perceptive enough to gain
insights, discover new ideas, or confirm previously held beliefs.
Skillful leaders used the group process to make sounder decisions and
to build stronger support for those decisions.
As a group leader, the administrator was committed to two
fundamental goals:

1) group achievement and 2) group maintenance.

Group achievement was measured in terms of the quality of goal
accomplishment, and group maintenance was measured by the extent of
group cohesiveness.
Cartwright and Zander (1960) described the two objectives of group
membership as goal achievement and group maintenance.

Goal

achievement items were initiating action, keeping members' attention
on the goal, clarifying the issue, developing a procedural plan,
evaluating the quality of work done, and making expert information
available.

Examples of group maintenance were keeping interpersonal
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relations pleasant, arbitrating disputes, providing encouragement,
giving the minority a chance to be heard, stimulating self-direction,
and increasing the interdependence among members.
In a similar manner, Barnard (1938) spoke of effectiveness and
efficiency as two goals of cooperative action.

Effectiveness referred

to the accomplishment of the cooperative task or purpose, while
efficiency meant the satisfaction of individual motives and needs.
The Ohio State group delineated the leader behaviors associated
with the accomplishment of these objectives by referring to initiating
structure and consideration as follows:
Initiating Structure refers to the leader's behavior in
delineating the relationship between himself and members
of the work group, and in endeavoring to establish well
defined patterns of organization, channels of communication,
and methods of procedure. Consideration refers to
behavior indicative of friendship, mutual trust, respect,
and warmth in the relationship between the leader and the
members of his staff (Halpin, 1966, p. 39).
The measurement of leader behavior and leadership ideology was
conducted through the Leader Behavior Description Questionnaire
(LBDQ), which was devised by the Personnel Research Board at Ohio
State.

Hemphill and Coons (1950) developed the original form of this

questionnaire, and Halpin and Winer (1952) reported an Air Force
adaptation of the instrument that identified initiating structure and
consideration as two fundamental dimensions of leader behavior. Based
on studies done in the military, education,

and industry between 1950

and 1957, a revised form of the instrument was constructed in 1957
(Halpin, 1966) to sharpen the focus on the two dimensions.
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Halpin noted that initiating structure and consideration usually
had been used by effective group leaders.

A good leader knew, then,

that he had to initiate action and get things done.

At the same time,

he knew that because other people were involved, he had to accomplish
the group's purpose without causing the disintegration of the group.
Thus, the skilled leader also worked to maintain good human relations.
Halpin (1959) made a distinction between leadership and leader
behavior, arguing that leadership assumed characteristics in a person
that were inherent.
every situation.

Such traits were assumed to be applicable in

Thus, an individual either did or did not have the

capacity for leadership, and a measurement process could screen the
leaders from the non-leaders.

According to those who followed the

lines of the trait theory, the task became one of discovering the
leaders, and little stock was put into training leaders.
Halpin believed that a better approach to the subject was the
concept of leader behavior.

Leader behavior focused on observed

behavior rather than a capacity inferred from behavior.

Inherent

traits, personal or physical, were not necessarily the causative
factor for leader behavior, and it could not be assumed that observed
behavior in one group situation would be transferred to other group
interactions.

Halpin (1966) felt that transfer would have to be

observed to be verified.
Leader behavior could be determined inherently, situationally, or
some combination of the two.

The acceptance of one over the other was
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unnecessary.

Halpin was especially interested in the notion that

leader behavior could be shaped by the training of individuals.

This

offered an advantage over the trait concept, which was, by definition,
more related to selection than training.
A further advantage to the concept of leader behavior over that
of leadership centered about description and evaluation.

Leadership

implied good or effective leadership, and was therefore strictly
evaluative.

That, however, was only the secondary task of the Ohio

State studies group.

The primary task was a description of

the leader's behavior in psychologically meaningful dimensions.
Having both a description and an evaluation, it was possible to
determine how the descriptive dimensions of initiating structure and
consideration contributed to the total evaluation.
Numerous studies have examined the dimensions of leader behavior
through the use of the LBDQ.

Early studies utilized the questionnaire

with the military, while later studies involved education and
industry.
Halpin and Winer (1952), using an Air Force adaptation of the
LBDQ, gathered responses from three hundred crew members who described
the behavior of their fifty-two B-29 aircraft commanders.

Not only

did Halpin and Winer conclude from this study that initiating
structure and consideration were two fundamental dimensions of leader
behavior, they also found that crews who rated their commanders as
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effective also described them high on both dimensions of leader
behavior.
In a different study Christner and Hemphill (1955) studied the
members of fifty-two B-29 crews during training.

They found that

crews who described their commanders as high on consideration
increased their ratings of each other on mutual confidence and
willingness to go into combat together from the first administration
of the test to the second.

Crew members who described their

commanders as high in initiating structure increased their ratings of
each other on friendship and confidence.

Futhermore, crews whose

commanders scored high in both consideration and initiating structure
developed more favorable crew attitudes than those whose commanders
scored low on both dimensions.

Halpin (1957) reported that crew

member ratings of their commanders on confidence, proficiency,
friendship, cooperation, morale, and satisfaction were positively
related to high scores on consideration and initiating structure.
In his theory of leadership, Fiedler identified two leadership
styles:

task-oriented and relationship-oriented.

These are analogous

to Halpin's initiation of structure and consideration dimensions,
respectively.

Fiedler provided an additional rationale for

utilization of the LBDQ:
The most comprehensive and important research on
leadership behavior was conducted at Ohio State
University. There is abundant evidence, however,
that the Consideration and Initiation dimensions,
or similar factors, are of overriding importance
in most leadership situations. Their identification
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constitutes one of the most important achievements
of leadership research. It is difficult to deter
mine which is cause and which is effect, but there
can be little doubt that the leader's popularity with
his followers, influences the leader behavior
descriptions. Leader popularity may also influence
to some extent, the Initiation of Structure dimension,
although here we do not always know in which direction
the description will be blessed. . .Despite these
short-comings, the advantages of the leader behavior
descriptions are considerable. There is a substantial
reliability, especially when a relatively large number
of members are asked to rate the leader behavior.
The ratings are relatively easy to obtain, especially
for groups in field studies where observations of
leaders are frequently impossible to get. Above all,
as we shall see, these descriptions give useful
information (Fiedler, 1971, pp. 7-8).
Although the LBDQ has been used extensively, limitations and
cautions need to be exercised in its use.

As a two-factor analysis,

the version of the LBDQ used in this investigation did not seek
description of traits, personality, and/or various other aspects of a
leader, but delineated aspects of leadership behavior.

Goughian held

that the LBDQ measured what it purported to measure, but did not
consider enough dimensions of leadership behavior.

Goughian stated:

. . . these dimensions could be broken down into two
more subsets. Gonsideration can be looked at in terms
of individual-versus-group-centered approaches. The
Initiation of Structure variable can be looked at
in terms of technocratic-versus-bureaucratic
orientation (Gunningham and Gephart, 1973, pp. 120-122).
The LBDQ examines only two dimensions of leadership behavior.

It

does not look at a total system, but only at a minute, identifiable
set of behaviors.

Goncepts such as power, influence, decision-making

and motivation are not considered to fall within the limitations of
the LBDQ.

Stogdill, by 1974, agreed with Goughian that "in the
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interest of uncovering some heretofore hidden complexities of leader
behavior and leader influence, it would seem desirable to explore the
possibilities of a multi-factor approach rather than rest content with
a two-factor solution" (Stogdill, 1974, p.155).
Since the present investigation is an initial entry into viewing
Louisiana public school superintendents' leadership behavior, and
since it utilizes a two-factor approach with selected variables, it
must be viewed in the light of the advantages and limitations of
measurement in two-factor analysis.

Educational Studies
Similar results were found in educational studies.

Hemphill

(1955) studied the members of eighteen departments in a liberal arts
college, asking them to describe their department head on the
dimensions of initiating structure and consideration.

Department

members were also asked to rank five departments in the college that
had the general reputation of being the best administered, and five
departments that were least well administered.

The findings indicated

that the departments with high reputations were those whose chairmen
scored high on both initiating structure and consideration.
Dawson (1970) conducted a research study that involved teaching
psychology students under four different conditions of initiating
structure and consideration.

The conditions were high consideration,

high initiating structure, high consideration and low initiating
structure, and high initiating structure and low consideration.

The
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findings indicated that the two best performing groups operated under
the first two conditions of high consideration and high initiating
structure.
School principals who were high in initiating structure and
consideration were described by their faculties as very effective in
representing the interests of teachers to higher levels in the school
system (Hills, 1963).

Teachers also described those principals as

effectively representing teachers' interests to the school community.
Fast (1964) found that high satisfaction among teachers was positively
related to their description of the principal as high in initiating
structure and consideration.
Brown and Dalton (1980) studied the relationship between
initiating structure and consideration of school business managers.
Based on analysis of responses of business managers, superintendents,
school board members, principals, and supervisors to the LBDQ, the
successful school business manager exhibited high initiating structure
and consideration when working with principals and supervisors in the
school organization.
In a study of staff perceptions of Massachusetts school
superintendents, Welch (1982) found that a statistically significant
portion of the sample favored high task, high relationship as their
most preferred choice of leadership style.

Conversely, a

statistically significant portion of the group favored low task, low
relationship as their least preferred choice of leadership style.
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Industrial Studies
Several Industrial studies (Fleishman and Simmons, 1970; House,
Fllley and Kerr, 1971; Paclnelll, 1968) showed that workers who rated
their leaders as high In Initiating structure and consideration also
felt their leaders were more effective.

The same high correlation was

found between worker satisfaction and the two dimensions of leader
behavior.
Rizzo, House, and Llntzman (1970) found that high level employees
were more satisfied, performed better, and perceived the organization
to be more effective when their superiors were described as high In
Initiating structure.

The researchers also found that the higher the

Initiating structure, the lower the role conflict and ambiguity among
such employees.
The findings were reversed, however, for unskilled and
seml-skllled employees.

These employees frequently resented

Initiating structure from their superiors, saying that It contributed
to dissatisfaction, grievance, and turnover.

For employees In

general, Rizzo et al. found that large work groups had a more
favorable attitude toward Initiating structure than did small groups.
Three points about the Ohio State Theory of Leader Behavior and
the LBDQ should be noted, based upon the leader behavior studies:
(a) the results Indicated that Initiating structure and consideration
were fundamental dimensions of leader behavior, and that the LBDQ was
a practical and valid technique for measuring the behavior of leaders;
(b) effective leader behavior was associated with high performance on
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both initiating structure and consideration; and (c) high initiating
structure and consideration were associated with favorable group
attitudes (Halpin, 1966).

Leadership Behavior of School Superintendents and School System Size
The initial study of leadership behavior of school
superintendents and school system size was conducted by Halpin (1957).
In that study, Halpin obtained descriptions of superintendents in 50
Ohio school districts by means of the LBDQ.

Halpin asked for

descriptions of superintendents' leader behavior from school board
members, from superintendents themselves, and from a third group of
raters called "staff".

Staff was defined as seven subordinates

nominated by each superintendent as persons who worked closely enough
with the superintendent to describe his behavior, and consisted of
administrative assistants, non-certified personnel, and classroom
teachers.

Although the systems in Halpin's study were predominantly

rural and small in pupil enrollment, they were divided into large and
small groups.

In Halpin's data the mean LBDQ scores from

superintendents, board members, and staff in large and small school
systems revealed no differences of statistical significance.
Another study of leadership behavior of school superintendents
and school system size was conducted by Charters (1964).

The site of

this study was the metropolitan area of St. Louis, Missouri, covering
highly urbanized suburbs of St. Louis as well as rural regions in the
adjacent counties but excluding the city of St. Louis.

From among the
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eligible systems 20 were chosen for the study.

The ten "large"

systems had a median student enrollment of 7,900, while the ten
"small" systems had a median student enrollment of 1,450.
Charters asked for descriptions of superintendents' leader
behavior from superintendents themselves, administrative staff
members, and teachers.

Following Halpin's procedures, the

administrative staff members consisted of three to seven certified
personnel with whom the superintendents worked most closely on a
day-to-day basis.
Charters found that no size differences appeared in
superintendents' scores.

It was also reported that administrative

staff members in large school systems rated their superintendents
significantly higher on both initiating structure and consideration
than those in small systems.
By means of the LBDQ Murphy (1969) measured the leadership
behavior of 53 Texas school superintendents.

The staffs and the

superintendents themselves indicated the frequency with which the
superintendent engaged in specific forms of leader behavior.
The raw data consisted of the responses on 424 questionnaires
divided almost equally between districts with an average daily
attendance of from 1,000 to more than 70,000.

The LBDQ-self scores

were secured from the superintendents themselves.

The staff scores

were obtained by having seven members of each superintendent's staff
describe their leader's behavior.

The average of the seven scores by

which the staff members described this behavior on each dimension was
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described as the LBDQ-staff score on that dimension of leader
behavior.
The data were analyzed with respect to these scores.

The more

significant findings showed that (1) on each leader behavior
dimension, the staff respondents tended to agree in the description of
their respective superintendents; (2) no statistically significant
difference between districts of less than 5,000 in average daily
attendance and districts of more than 5,000 in average daily
attendance was found in the way either the staffs or the
superintendents perceived the superintendents’ behavior.
Welch (1982) analyzed the prevailing leadership style exhibited
by a sample of Massachusetts School Superintendents as perceived by
administrative subordinates.

The leadership style of practicing

Massachusetts School Superintendents in 47 communities was assessed by
138 administrative subordinates who completed Leader Effectiveness and
Adaptability Description instruments.

Although the principal

objective of the research conducted was to review the data in relation
to the range and adaptability of leadership style portrayed by the
sample group, secondary areas of interest focused on the examination
of leadership style and adaptability as a function of the
superintendents age, degree status, administrative experience as a
superintendent, and school district size.

The findings of the study

indicated that there was no statistically significant relationship
between leadership style and adaptability as related to the
superintendent's age, degree status, administrative experience as a
superintendent, and/or school district size.
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Leadership Behavior of School Superintendents and Certain Variables
Carlson (1962) defined the place-bound superintendent as a person
who was promoted from within the school system to the superlntendency,
while the career-bound superintendent. In contrast, was promoted to
the superlntendency from outside the system.

Snow and Hlckcox (1967)

stated that career-bound superintendents obtained a greater amount of
formal education.

Data from Gross (1958) and Hlckcox (1966) Indicated

that In their samples, 11 percent of the place-bound superintendents
and 25 percent of the career-bound superintendents had obtained a
doctorate.
Seeman's study (1958) examined the Initiating structure scores of 50
superintendents.

The sample consisted of superintendents who ranged

from one year to nine years or more In experience.

The findings Indicated

that the Initiating structure score was negatively related to the
tenure of the superintendent.
Rawlings (1970) found that superintendents with the longest
tenure In position had a higher mean score In the consideration
dimension than did superintendents with the shortest tenure In
position.

Wolf (1974) found that Initiating structure for

superintendents was negatively related to tenure.

Mondscheln (1974)

Indicated that the relationship-oriented style of leadership was more
associated with longer periods of time as an administrator, longer
periods of time with the present school district, and with the older
administrators.

The task-oriented leadership style was more connected

with being a member of larger staff groups, and having held more
positions as an administrator.
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Summary
A summary of the research of related literature relative to
leadership behavior follows:
1.

Trait theories hold that leaders are born, not made, and that

they possess personal and physical qualities that separate them from
the masses.
2.

Contingency theory stresses the relationships that exist

between the leader and the followers, and the situation or task that
faces the group at a given moment.
3.

It was determined that the Ohio State Theory of Leader

Behavior was most appropriate for this study.

The Ohio State Theory

offers the advantage of generalizing the components of leadership,
namely, the dimensions of initiating structure and consideration.

The

theory also possesses the notion that leader behavior can be based on
traits or situations, or both, but that it had to be observed first
and evaluated second.

The Ohio State Theory also provides an

effective instrument for measuring leader behavior, the Leader
Behavior Description Questionnaire (LBDQ).
4.

The literature on leader behavior of school superintendents

and school system size points out the differences in the perceptions
by the staffs and the superintendents of the behavior of the
superintendents.

Those differences are integrated into the literature

on initiating structure and consideration, and the variables of
educational administrative training, institution from which graduate
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degree was attained, number of years employed as superintendent, total
years employed by local school system, position held prior to becoming
superintendent, age, and salary.

This formed the theoretical basis

from which the research questions were generated.
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CHAPTER III

DESIGN OF THE STUDY

Using the LBDQ developed at Ohio State University (Halpin,
1957), the current study sought information from and about all
superintendents in Louisiana's 66 public school districts.

In the

Fall of 1982, the LBDQ was mailed to superintendents and their
administrative staffs.

The remainder of this chapter describes the

population, instrumentation, procedures, and statistical analysis used
in this study.

Population
The population of this study was the school superintendents of
the 66 public school districts in Louisiana.

Using data available

from the Louisiana State Department of Education, the school systems
were categorized into three groups according to total student
population of the school district.

The three groups were:

a) Group A

- 21 local school systems with a student registration between 0 and
4,499; b) Group B - 23 local school systems with a student
registration between 4,500 and 9,999; and c) Group C - 22 local school
systems with a student registration over 10,000.
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Instrumentation
The instrument that was used to measure the leader behavior of
the superintendents was the Leader Behavior Description Questionnaire
(LBDQ).

The LBDQ-Real, Staff, was administered to the

superintendents' administrative staffs.

The LBDQ-Real, Self, was

administered to the superintendents.
The LBDQ-Real, Staff, consisted of a series of short descriptive
statements of ways in which leaders behaved.

The members of each

administrative staff indicated the frequency with which their
superintendent engaged in each form of behavior by checking one of five
Likert-like adverbs:

never, seldom, occasionally, often, or always.

The instrument contained two dimensions of leader behavior, initiating
structure and consideration, with 15 items for each dimension.
item was scored on a scale from 0 to 4.

Each

Thus, the theoretical range

of scores for each dimension was from 0 to 60.

The LBDQ-Real, Self,

was the same instrument in which the superintendent himself/herself
responded to how he/she behaved.
Reliability of the LBDQ as estimated by the split-half method was
.83 for the initiating structure scores, and .92 for the consideration
scores, when corrected for attenuation (Halpin, 1957).
Kerlinger (1973) stated that "Content validity is the
representativeness or sampling adequacy of the content - the
substance, the matter, the topics - of measuring instrument.

Content

validation is guided by the question: "Is the substance or content of
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this measure representative of the content or the universe of content
of the property being measured" (458)?

Kerlinger stated that content

validation consisted essentially of judgment.

Alone, or with other

competent judges, one needed to study and weigh the items in an
instrument for their presumed representativeness of the universe.
One method of describing the content validity of the LBDQ,
according to Kerlinger's definition, involved an examination of the
methods by which the instrument was developed.

Stogdill and Coons

(1957) described the instrument as the result of the Ohio State
Leadership Studies, begun in 1945.

Those studies were an

interdisciplinary approach that utilized the knowledge and skills of
psychologists, sociologists, and economists that made up the Personnel
Research Board at Ohio State University.

Hemphill and Coons (1957)

stated that the development of the instrument centered on how the
leader carried on his activities.

In order to isolate that part of

total behavior that was leader behavior, the Ohio State group used a
leadership definition that had been used by earlier studies in the
field.

Tentatively defined, leadership "...is the behavior of an

individual when he is directing the activities of a group toward a
shared goal" (p.7).

Hemphill and Coons felt that leader behavior had

a positive and social content, and centered on a group.

It did not

include behavior concerned with only individual goal attainment.
With a working definition, the staff of the Personnel
Research Board, after much discussion and debate, agreed upon nine
dimensions of leader behavior.

They were tentatively designated as
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follows:

(1) Integration - acts which tend to increase cooperation

among members or decrease competition among them; (2) communication acts which increase the understanding of and knowledge about what is
going on in the group;(3)

production emphasis - acts which are

oriented toward volume of work accomplished; (4) representation - acts
which speak for the group in interaction with outside agencies; (5)
fraternization - acts which tend to make the leader a part of the
group ; (6) organization - acts which lead to differentiation of duties
and which prescribe ways of doing things; (7) evaluation - acts which
have to do with distribution of rewards (or punishment); (8)
initiation - acts which lead to change in group activities; and (9)
domination - acts which disregard the ideas or members of the group.
With these nine dimensions, the staff had a framework for the
collection and evaluation of specific items of leader behavior
(Hemphill & Coons, 1957).
The staff then wrote items of leader behavior based on personal
experience and the leadership literature.

In addition, members of

two advanced university classes wrote 48 items, each of which
increased the range of behavior comprehended by the items.

A total of

1,790 items were generated from staff and students, and 150 of these
were selected and arranged in the form of a preliminary questionnaire.
The selection and arrangement process involved each staff member being
assigned one of the aforementioned nine dimensions, and selecting
those items from the list of 1,790 that applied to that dimension.

In

some cases, items overlapped in several dimensions, and discussion was
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needed to decide where they should go.

Having accomplished this, the

dimensions were modified in definition and the items within a
dimension were grouped according to content.

Communication was

defined as Up and Down, to make 10 dimensions altogether.

With a

vertical flow, communication travels the different levels of the
school's hierarchy.

Information is passed down or up the line of

authority with memos, directions, policies, and programs of action.
Downward communication is related to the chain-of-command system
because it follows the superior-subordinate status structure.

Instead

of authority, upward communication stresses the accountability of
status relationships.
The redefined dimensions with the number of items each were the
following:

(1) initiating - the frequency with which a leader

originates, facilitates, or resists new ideas and new practices (15
items); (2) membership - the frequency with which a leader mixes with
the group, stresses informal interaction between himself and members,
or interchanges personal services with members (15 items);
(3) representation - the frequency with which a leader defends his
group against attack, advances the interests of his group and acts in
behalf of his group (16 items); (4) integration - the frequency with
which a leader subordinates individual behavior, encourages pleasant
group atmosphere, reduces conflicts between members, or promotes
individual adjustment to the group (17 items); (5) organization - the
frequency with which a leader defines or structures his own work, the
work of other members, or the relationships among members in the
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performance of their work (18 items); (6) domination - the frequency
with which the leader restricts the behavior of individuals or the
group in action, decision making, or expression of opinion (19 items);
(7) communication up; and (8) down - the frequency with which a leader
provides information to members, seeks information from them,
facilitates exchange of information, or shows awareness of affairs
pertaining to the group (10 items up, 12 items down); (9) recognition
- the frequency with which a leader engages in behavior which
expresses approval or disapproval of the behavior of group members
(14) items); and (10) production - the frequency with which a
leader sets levels of effort or achievement, or prods members for
greater effort or achievement (12 items) (Hemphill & Coons, 1957).
In constructing the questionnaire, the order of items was
randomized, and the 10 dimensions were not identified.

A decision was

made to use a multiple choice format in order to avoid the mixing of
value tone with frequency of behavior, a condition that would have
resulted from a forced choice format.

In the multiple choice format,

five adverbs followed each statement of leader behavior;
often, occasionally, seldom, and never.

always,

This combination was selected

from a list of 42 adverbs that had been initially generated.

It was

hoped that the five adverbs would effectively divide the range of
responses into five equal psychological steps, with all of them clear
in meaning and equally likely to be selected.
Following the initial testing of the instrument, the most
significant research project that strengthened the effectiveness of
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the LBDQ was conducted by Halpin and Winer (1952).

In a study of Air

Force crews and commanders flying B-50 bombers, Halpin and Winer
modified the instrument by changing the wording of the items,
eliminating 20 items that seemed inappropriate, and reducing the
number of dimensions from 10 to 8.

The eight dimensions were;

Membership, Communication, Organization, Production, Domination,
Leadership Quality, Goal Direction, and Initiative.

The modified LBDQ

was administered to 300 crew members who described the leader behavior
of 52 crew commanders.
The intercorrelations among the dimensions indicated there was
considerable overlap between them, and it was found that five of the
dimensions accounted for almost all the variance on the eight
dimensions.

The correlations between each of the 130 items and each

of the five dimensions was then computed, and these item-dimension
correlations were used to estimate the factor loadings of the items on
each of the dimensions.

From this analysis, four factors emerged

which accounted for one-half or more of the total variance for about
32 percent of the items, and 40 percent or more of the total variance
of 53.8 percent of the items.

Those four factors were Consideration,

Initiating Structure, Production Emphasis, and Sensitivity (Social
Awareness). All four factors derived some of their content from the
three factors that had emerged from the initial testing of the LBDQ.
Consideration and Initiating Structure accounted for 83.2 percent of
the common-factor variance, and Production and Sensitivity accounted
for 16.8 percent.
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Consideration, which accounted for 49.6 percent of the
common-factor variance, was described as behavior that indicated
friendship, mutual trust, respect, and warmth in the relationship that
existed between the commander and his crew.

Initiating Structure,

which accounted for 33.6 percent of the common-factor variance, was
behavior which indicated that the commander organized and defined the
relationship between himself and his crew.

He defined the role of

each crew member, and attempted to establish well defined organization
patterns, channels of communication, and job procedures.

Production

emphasis, which accounted for 9.8 percent of the common-factor
variance, was behavior designed to motivate the crew to greater
activity by emphasizing the task to be performed.

Sensitivity, which

accounted for 7 percent of the common factor variance, was behavior
which indicated the commander's sensitivity to and awareness of social
inter-relationships and pressures both from within the crew and from
outside the crew.
Since Consideration and Initiating Structure had emerged from the
factor analysis as the two major dimensions, new questions were
developed for these two dimensions.

Because Production Emphasis and

Sensitivity had contributed relatively little to the common variance,
questions were not constructed at this point for these two dimensions.
Two sets of questions (keys) were constructed for Consideration
and Initiating Structure.

The pure key consisted of items that had a

high correlation with one dimension and a low correlation with the
other.

The complex key had more moderate correlations with both
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dimensions, but could still be assigned to one dimension over the
other because of its pattern of factor-loadings.

Halpin and Winer

wanted to determine at this point if the pure and complex keys in each
dimension could be combined into a single key for each dimension, and
if the sum of only the pure keys would be a reliable measure.
Four scoring keys were constructed and administered to a new
sample of 100 cases of highly selected air crews.

The content of the

keys was as follows : consideration pure - 17 items, consideration
complex - 11 items, structure pure - 14 items, and structure complex 16 items.

The correlation between consideration pure and complex was

found to be r = .87, while the correlation between the structure keys
was r = .72.

Those correlations were high enough to permit the

combining of items if that were necessary.

The correlation between

consideration pure and initiating structure pure was r = .23, which
suggested that those two keys were relatively independent.

A

correlation or r = .47 between the two complex keys indicated a lesser
degree of independence.

The correlation between consideration pure

and complex and initiating structure pure and complex was r = .43,
which indicated lesser independence between the two dimensions than
when only their pure keys were correlated.

The corrected

reliabilities of the two pure keys was r = .95 for consideration and
r = .83 for initiating structure, which were considered by Halpin and
Winer to be high enough for use in a short form of the questionnaire.
The most recent form of the LBDQ contains 40 items, with 15 items
scored for initiating structure, and 10 buffer items which were kept
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to maintain the tone that the dimensions of production emphasis and
sensitivity had provided in the 80 item questionnaire.

The odd-even

(split-half) estimates of reliability were r = .87 for consideration
and r = .75 for initiating structure.

When corrected for attenuation

by the Spearman formula, the reliabilities became r = .93 and r = .86
respectively.

Although consideration and initiating structure were

found to be correlated to a moderate degree, they were considered to
be sufficiently independent to measure different kinds of leader
behavior.

It was also shown that through the LBDQ, different

subordinates describe the same leader in similar terms, and that
different leaders were not described as similar.
Euros' (1972) description of the instrument indicated that the
average time required of a respondent to fill in this questionnaire
was 10 minutes.

This researcher felt that shortness of form and time

were critical factors in order to insure the success of this study.
It was known that the respondents, being superintendents and central
office administrators were more likely to respond by mail to a form
that was compact and not time consuming.

Procedures
Letters requesting participation in the study were sent to
superintendents and their administrative staffs in public school
systems in Louisiana during the Fall of 1982.

In the smaller

districts, four members of the professional staff were asked to
participate in the study while ten staff members were queried in the
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larger districts.

The leadership behavior of each superintendent was

described by those members of the administrative staff who had the
closest working relationship with the superintendent.

In the small

school districts these staff members consisted of supervisors; in the
large school districts, associate and assistant superintendents.

Of

the 66 superintendent, 62 agreed to participation in the study.

Of a

possible sample size of 350 professional staff, 303 useable responses
were received.

This yielded response rates of 94 percent for

superintendents and 87 percent for professional staff.

With these

rates it seemed reasonable to use certain statistical procedures
(discussed below).
In addition to the LBDQ, superintendents were queried about other
items which could influence their leadership behavior.
additional items included;

These

Their administrative training; institution

from which graduate degree was attained; years in present position (as
superintendent); total years employed in present school system;
position prior to becoming superintendent; age at last birthday; and
current salary.
Suitable codes and/or classifications were developed for each of
these.

The administrative training variable consisted of three

classifications:

Master of Education (M.Ed.); Master of Education +

30 (M.Ed. + 30); and doctorate.

The years in present position (as

superintendent) consisted of four ranges:
13/more.

categorized as follows:
60-69.

1-4; 5-8; 9-12; and

Total years employed in present school system were
1-9; 10-19; 20-29; 30-39; 40-49; 50-59; and

The current salary variable was grouped as follows:
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$20,000-29,000; $30,000-39,000; $40,000-49,000; $50,000-59,000; and
$60,000/more.

The institution of administrative training consisted of

three categories:

Louisiana State University; Louisiana state

colleges; and out-of-state universities.

The position prior to

becoming superintendent variable contained five groups:

Supervisor;

assistant superintendent; principal; professor; superintendent.
Each superintendent was provided with a packet of materials
consisting of a letter explaining the study and requesting his and his
staff's participation, a list of his administrative staff, and the
LBDQ-Real, Self, with questions regarding demographic data.

The

superintendent was asked to participate in the study by completing the
instrument, correcting any changes on the list of administrative
staff, and mailing the aforementioned in a pre-addressed, postpaid
envelope.

To encourage their participation, each superintendent was

sent a letter from the Office of the Assistant Superintendent of
Academic Programs for the Department of Education.

A similar strategy

was adapted by Cain, 1978, in a study of Texas superintendents.

This

was thought to be methodologically wise in the current study since the
maximum N was 66, and a low response rate (for example, even 50
percent) would have effectively terminated the study.

The letter

urged the superintendent's participation.
Upon receipt of the packet and the superintendent's acceptance of
participation in the study, a second packet of materials was sent to
the administrative staff.

This packet contained a letter indicating

the superintendent's acceptance of participation, information
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explaining the study, and the LBDQ-Real, Staff.

The administrator was

asked to complete the questionnaire and return it in a pre-addressed,
post-paid envelope.

All participants were assured that their

participation was strictly voluntary and their anonymity was assured.

Statistical Application
Data were assembled in tabular form.

Means and standard

deviations were computed based on the performance of each group.
Fixed-effects analyses of variance were conducted to determine whether
statistically significant differences existed between the groups.
The analysis of variance was followed by a Scheffe' post-hoc
comparison wherever a significant F value emerged.
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CHAPTER IV

PRESENTATION AND ANALYSIS OF DATA

In using the LBDQ, only 30 of the 40 items are scored; 15 for
each of the two dimensions, initiating structure and consideration.
There are 10 buffer items which are kept to maintain the tone that the
dimensions of production emphasis and sensitivity provided in the
80 item questionnaire.

The score for each dimension is the sum of the

scores assigned to responses marked on each of the 15 items in the
dimension.

The possible range of scores on each dimension is 0 to 60

(Appendix B).

The Leader Behavior of School Superintendents
From the 66 public school superintendents invited to participate,
62 completed the LBDQ.

Questionnaires were completed by administrative

staff members from 58 of the 66 school systems.
Initiating Structure;

In Table 1 are presented the initiating

structure means and standard deviations of school superintendents as
they were perceived by the superintendents themselves and their staff
members.
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Means and Standard Deviations
Initiating Structure Dimension

Superintendents
Contacted

Responded

Percent______ Mean_____ Standard Deviation

Administrative Staff
87

46.2

6.1

The mean of the 62 superintendents as perceived by the
superintendents was 45 (with a standard deviation of 5.4), while the
initiating structure mean of the 58 superintendents as perceived by
their staff members was 46.2 (with a standard deviation of 6.1).
Thus, the initiating structure mean of superintendents as perceived by
staff members was greater than that of superintendents' self
perceptions.

The "t" - test revealed that the difference between

the scores of the superintendents as perceived by themselves and
the scores of the superintendents as perceived by the staff members
was nonsignificant at the .05 level.

[F(l,363) = 1.27 p = .2570]

Consideration; In Table 2 the consideration means and standard
deviations of school superintendents as perceived by the
superintendents and their staff members are indicated.
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Means and Standard Deviations
Consideration Dimension

Superintendents

Contacted
66

Responded

Percent

62

94

Mean

Standard Deviation

46.8

4.5

Administrative Staff

350

303

87

47.3

7.2

The consideration mean of the 62 superintendents as perceived by
the superintendents was 46.8 (with a standard deviation of 4.5), while
the consideration perceived by their staff members was 47.3 (with a
standard deviation of 7.2).

Therefore, the consideration mean of

superintendents as perceived by staff members was greater than that of
superintendents' self perceptions.

The "t" - test revealed that

the difference between the scores of the superintendents as
perceived by themselves and the scores of the superintendents as
perceived by the staff members was highly significant.
[F(l,363) = 2.52 p = .0001]
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The Leader Behavior of School Superintendents In Terms of School Size
The 66 public school systems were divided into three groups
according to the total number of students enrolled in the school system.
Group A was comprised of 21 of the 66 public school systems.

Of the

21 public school superintendents within this group, 20 completed
LBDQ.

Questionnaires were completed by administrative staff members

from 20 of the 21 school systems.
Group B was comprised of 23 of the 66 public school systems.

Of

the 23 public school superintendents within this group, 22 completed
the LBDQ.

Questionnaires were completed by administrative staff

members from 20 of the 23 school systems.
Group C was comprised of 22 of the 66 public school systems.

Of

the 22 public school superintendents within this group, 20 completed
the LBDQ.

Questionnaires were completed by administrative staff

members from 18 of the 22 school systems.
In Table 3 the three groups in terms of student enrollment in
each school system are indicated.
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The Louisiana Local School Systems Divided into
Three Groups by Student Registration

Group B
4,500 - 9,999

Group A
0 - 4,499
.. Catahoula
Claiborne
1 . E. Carroll
. E. Feliciana

2,734
3,363
2,650
3,398
3,774
I. Jackson
3,376
3,506
LaSalle
3,522
I . Madison
1,962
I . Red River
2,430
St. Helena
1,717
WBR
3,914
W. Carroll
2,989
W. Feliciana 1,864
3,821
2,367
Caldwell
2,030
Cameron
Point Coupee 4,037
4,110
Bienville
4,283
4,154
Bogalusa

1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.
13.
14.
15.
16.
17.
18.
19.
20.
21.
22.
23.

Assumption
Avoyelles
Beauregard
DeSoto
Evangeline
Iberville
Jeff Davis
Lincoln
Morehouse
Natchitoches
Plaqumines
Sabine
St. Charles
St. John
St. Martin
Vermilion
Washington
Webster
Franklin
Allen
Richland
St. James
Concordia

Group C
10,000 or More
5,395
8,260
7,439
5,936
7,408
6,627
7,194
5,751
6,846
7,184
5,143
5,113
8,206
5,938
9,136
9,331
5,082
8,693
5,854
4,900
4,944
4,706
4,948

1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.
13.
14.
15.
16.
17.
18.
19.
20.
21.
22.

10,816
Acadia
Ascension
11,609
Bossier
19,389
Caddo
44,982
33,000
Calcasieu
EBR
60.539
16,168
Iberia
Jefferson
58,926
27,903
Lafayette
Lafourche
18,417
Livingston
14,303
84,201
Orleans
17,005
Ouachita
St. Bernard 11,372
St. Landry
20,029
13,092
St. Mary
St. Tammany 22,376
16.447
Tangipahoa
21.448
Terrebonne
10,930
Vernon
Monroe City 10.540
25,083
Rapides

Initiating Structure; In Table 4 the initiating structure means
and standard deviations of the three groups as perceived by the
superintendents and their staff members are presented.
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Means and Standard Deviations
In Terms of Size
Initiating Structure Dimension

Superintendents
Group
Number
Group
Group
_____________ Responded______ Mean______ Standard Deviation
A
B
C

20
22
20

43.6
45.2
46.3

4.6
5.7
5.8

Administrative Staff
95
112
96

45.5
46.1
46.6

6.5
6.3
5.3

The initiating structure mean of the 20 superintendents in
Group A as perceived by the superintendents was 43.6 (with a standard
deviation of 4.6); the 22 superintendents in Group B was 45.2 (with a
standard deviation of 5.7); and the 20 superintendents in Group C was
46.3

(with a standard deviation of 5.8).

The analysis of variance

revealed that the size of the school system was nonsignificant at the
.05 level as perceived by superintendents.

[F(2,59) = 1.28 p = .2868]
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The initiating structure mean of the superintendents as perceived
by 95 staff members in Group A was 45.5 (with a standard deviation of
6.5); as perceived by112 staff members in Group B was 46.1 (with
standard deviation of

6.3); and as

Group C was 46.6 (with a standard deviation of 5.3).
variance revealed that the size
nonsignificant at the

of

.05 level as

a

perceived by 96 staff membersin
The analysis of

the school system was
perceived by staff members.

[F(2,300) = .70 p = .4976]
Consideration; An examination of the data that is reported in
Table 5 indicates the consideration means and standard deviations of
the three groups as perceived by the superintendents themselves and
their staff.

Table 5
Means and Standard Deviations
In Terms of Size
Consideration Dimension

Superintendents
Group
Number
Group
____________ Responded_______ Mean
A
B
C

20
22
20

46.3
46.9
47.0

Group
Standard Deviation
4.9
3.9
5.0

Administrative Staff
95
112
96

48.0
46.2
47.5

6.3
7.2
7.8
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The consideration mean of the 20 superintendents in Group A as
perceived by the superintendents was 46.3 (with a standard deviation
of 4.9); the 22 superintendents in Group B was 46.9 (with a standard
deviation of 3.9); and the 20 superintendents in Group C was 47 (with
a standard deviation of 5).

The analysis of variance revealed that

the school system was nonsignificant at the .05 level as perceived by
superintendents.

[F(2,59) = .14 p = .8727]

The consideration mean of the superintendents as perceived by 95
staff members in Group A was 48 (with a standard deviation of 6.3); as
perceived by

112 staff members in Group Bwas 46.2 (with a standard

deviation of

7.2); and as

perceived by 96staff members inGroup C was

47.5 (with a standard deviation of 7.8).
revealed that the size
.05 level as

of

perceived by

The analysis of variance

the school system was nonsignificant at the
staff members.[F(2,300) = 1.39p = .2519]

Education as a Variable
Of the 20 public school superintendents in Group A who completed
the LBDQ, 6 or 30 percent have a Master of Education (M.Ed.); 10 or 50
percent, a Master of Education + 30 (M.Ed.+ 30); and 4 or 20 percent,
a doctorate.
In Group B, 22 superintendents completed the questionnaire.

Of

these, 3 or 14 percent have a M.Ed.; 14 or 64 percent, a M.Ed. + 30;
and 5 or 22 percent, a doctorate.
Of the 20 superintendents in Group C who completed the
questionnaire, 2 or 10 percent have a M.Ed.; 10 or 50 percent, a M.Ed.
+ 30; and 8 or 40 percent, a doctorate.
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Initiating Structure; In Table 6 the initiating structure means
and standard deviations of the three groups as they were perceived by
the superintendents themselves and their staff members when education
was a variable are presented.

Means and Standard Deviations
In Terms of Size
Education as a Variable
Initiating Structure Dimension

Group

A

B

C

M.Ed.
M.Ed. + 30
Ed.D. or Ph.D.
M.Ed.
M.Ed. + 30
Ed. or Ph.D.
M.Ed.
M.Ed. + 30
Ed.D. or Ph.D.

Number
Responded
6
10
4
3
14
5
2
10
8

Group
Standard Deviation
46.1
42.5
42.5
50.3
46.1
39.6
47.0
48.2
43.7

5.0
4.5
2.8
2.8
4.8
5.3
7.0
5.6
5.4

Administrative Staff

A

B

C

M.Ed.
M.Ed. + 30
Ed.D. or Ph.D.
M.Ed.
M.Ed. + 30
Ed. or Ph.D.
M.Ed.
M.Ed. + 30
Ed.D. or Ph.D.

28
47
20
15
74
23
13
46
37

44.0
46.0
47.1
46.4
46.4
45.1
47.8
47.2
45.6

6.9
6.6
6.0
7.6
6.1
6.1
4.8
5.6
4.6
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The initiating structure mean as perceived by superintendents
with a M.Ed. was highest, with a M.Ed. + 30 next, and with a doctorate
lowest.
In Groups A and B, the initiating structure mean as perceived by
superintendents with a M.Ed. was above the state mean of 45 (see Table
1).

In Group C, the means of those superintendents with a M.Ed. and

M.Ed. + 30 were above the state mean.

The analysis of variance

revealed that size of school system and the interaction of size of
school system and education effects were nonsignificant at the .05
level as perceived by superintendents [size of school system: F(.?,53)
= 1.04 p = .3593; size X education: F(4,53) = 1.07 p = .3785]
However, a significant difference was found for education at the .05
level as perceived by the superintendents,
4.63 p = .0140]

[education:

F(2,53) =

A Scheffe' comparison revealed a significant

difference between the M.Ed. and the doctorate.
The initiating structure mean of superintendents with a M.Ed. +
30 highest, with a doctorate second, and with a M.Ed. lowest as
perceived by staff members.
In Group A, staff members perceived the initiating structure mean
of superintendents with a doctorate above the state mean of 46.2 (see
Table 1).

In Groups B and C, staff members perceived those with a

M.Ed. and M.Ed. + 30 above the state initiating structure mean.

The

analysis of variance revealed that the size of the school system and
education of superintendent effects and the interaction of these two
factors were nonsignificant at the .05 level as perceived by staff
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members, (size:

F(2,294) = .78 p = .4597; education: F(2,294) = .30

p = .7435; and size X education;

F(4,294) = 1.18 p = .3207]

Consideration: In Table 7 the consideration means and standard
deviations of the three groups as perceived by the superintendents
themselves and their staff members when education was a variable are
presented.
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Table 7

Means and Standard Deviations
In Terms of Size
Education as a Variable
Consideration Dimension

Superintendents
Group
Number
Group
_________________________ Responded____ Mean
A

M.Ed.
M.Ed. + 30
Ed.D. or Ph.D.
M.Ed.
M.Ed. + 30
Ed. or Ph.D.
M.Ed.
M.Ed. + 30
Ed.D. or Ph.D.

B

C

6
10
4
3
14
5
2
10
8

49.0
45.4
44.7
46.0
47.3
46.4
49.0
47.2
46.3

Group
Standard Deviation
5.0
4.4
5.7
4.0
4.5
1.6
0
6.6
3.1

Administrative Staff

A

M.Ed.
M.Ed. + 30
Ed.D. or Ph.D.
M.Ed.
M.Ed. + 30
Ed. or Ph.D.
M.Ed.
M.Ed. + 30
Ed.D. or Ph.D.

B

C

28
47
20
15
74
23
13
46
37

48.5
48.8
45.6
41.8
47.5
45.9
47.8
48.4
46.3

5.7
5.2
8.7
9.3
6.2
7.7
5.0
7.2
9.5

The consideration mean as perceived by the superintendents with a
M.Ed. was above the state mean of 46.8 (see Table 2) In Group A;
superintendents with a M.Ed. + 30, above the state mean In Group B; and
superintendents with a M.Ed. and M.Ed. + 30, above the state mean In
Group C.

The analysis of variance revealed that the size of school and

education effects and the Interaction of these two factors were
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nonsignificant at the .05 level as perceived by superintendents.
[size: F(2,53) = .23 p = .7962; education:

F(2,53) = .60 p = .5533;

and size X education: F(4,53) = .43 p = .7868]
Staff members perceived the consideration mean of superintendents
with a M.Ed. + 30 highest, with a M.Ed. second, and with a doctorate
last.

In Group A staff members perceived the consideration of

superintendents with a M.Ed. and M.Ed. + 30above the state mean of
47.3

(see Table 2); in Group B, those with a M.Ed. + 30 were above the

state mean; and, in Group C those with a M.Ed. and M.Ed. + 30 were
above the state mean.

The analysis of variance revealed that the size

of the school system and education of superintendent effects were
significant at the .05 level as perceived by staff members,

[size:

F(2,294) = 3.06 p = .0486; education: F(2,294) = 3.56 p = .0297]
Scheffe' comparison revealed no significant
sizes or education levels at the .05 level.

A

differences between
However, a Scheffe'

comparison revealed a significant difference between a M.Ed. = 30 and
a doctorate at the .10 level as perceived by staff members.

The

interaction of the size of the school system and education of
superintendent effects was nonsignificant at the .05 level as
perceived by staff members,

[size X education: F(4,294) =

1.49 p = .2059]

Years Employed as Superintendent of System as a Variable
Of the 20 public school superintendents in Group A who completed
the LBDQ, 8 or 40 percent have held their current position of
superintendent for 1-4 years ; 6 or 30 percent, 5-8 years ; 3 or
15 percent, 9-12 years; and 3 or 15 percent, 13 or more years.
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In Group B, 22 superintendents completed the questionnaire.

Of

these, 8 or 36 percent have held their current position of
superintendent for 1-4 years; 10 or 45 percent, 5-8 years; 2 or 10
percent, 9-12 years; and 3 or 14 percent, 13 or more years.
Of the 20 superintendents in Groups C who completed the
questionnaire, 10 or 50 percent have been employed 1-4 years; 5 or 25
percent, 5-8 years ; 2 or 10 percent, 9-12 years ; and 3 or 15
percent, 13 or more years.
Initiating Structure;

Table 8 describes the initiating structure

means and standard deviations of the three groups as perceived by the
superintendents themselves and their staff members when the years
employed as superintendent of a system is a variable.
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Means and Standard Deviations
In Terms of Size
Years Employed as Superintendent of System as a Variable
Initiating Structure Dimension

Superintendents
Number
Responded
A

B

C

1-4
5-8
9-12
13/more
1-4
5-8
9-12
13/more
1-4
5-8
9-12
13/more

8
6
3
3
8
10
2
2
10
5
2
3

Group
Mean
41.3
46.0
40.6
47.6
44.2
46.2
37.0
52.5
47.3
43.8
48.0
46.0

Group
Standard Deviation
3.7
4.6
4.1
2.0
5.7
3.6
8.4
.7
5.9
5.8
8.4
5.2

Administrative Staff
A

B

C

1-4
5-8
9-12
13/more
1-4
5-8
9-12
13/more
1-4
5-8
9-12
13/more

41
27
13
14
36
54
13
9
46
21
9
20

45.0
45.2
46.5
47.3
47.1
45.7
44.3
47.6
46.3
47.3
47.4
46.6

7.1
7.0
4.4
6.0
5.9
5.7
5.9
10.5
5.3
6.0
4.7
4.5
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The Initiating structure mean as perceived by superintendents
when years employed as superintendent of system was a variable
revealed no pattern.

In Group A the initiating structure means as

perceived by superintendents who have held their current position of
superintendent for 5-8 years and 13 or more years were above the state
mean of 45; in Group B, those who have held their current position for
5-8 years and 13 or more years were above; and in Group C, those who
have held their current position for 1-4 years, 9-12 years, and 13 or
more years were above the state mean.

The analysis of variance showed

that the size of a school system and years employed as superintendent
of system and the interaction of these two factors were nonsignificant
at the .05 level as perceived by superintendents,

[size: F (2,52) =

.73 p = .4875; years superintendent: F(2,52) = .27 p = ,7648; and size
X years superintendent : F (4,52) = .97 p = .4325]
The initiating structure mean of superintendents when years
employed as superintendent of system was a variable indicated no trends
as perceived by staff members.

In Group A, staff members perceived the

initiating structure of superintendents who have held their current
position of superintendent for 9-12 years and 13 or more years above the
state mean of 46.2; in Group B staff members perceived those who have
held their current position for 1-4 years and 13 or more years above
the state mean; and in Group C staff members perceived those who have
held their current position for 1-4 years, 9-12 years and 13 or more
years above the state mean.

The analysis of variance showed that the

size of school system and years employed as superintendent of system
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effects and the interaction of these two factors were nonsignificant
at the.05 level as perceived by staff members,

[size; F(2,287) = .81

p = .4465; years superintendent: F(2,287) = .51 p = .6030; and size X
years superintendent: F (4,287) = .53 p = .7167]
Consideration: Table 9 shows the

consideration means and

standard deviations of the three groups as perceived by the
superintendents themselves and their staff members when the years
employed as superintendent of a system is a variable.
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Table 9

Means and Standard Deviations
In Terms of Size
Years Employed as Superintendent of System as a Variable
Consideration Dimension

Superintendents
Group

Years/Supt.

1-4
5-8
9-12
13/more
1-4
5-8
9-12
13/more
1-4
5-8
9-12
13/more

Number
Responded
8
6
3
3
8
10
2
2
10
5
2
3

Group
Mean

Standard Deviation

45.8
49.3
43.3
44.6
46.1
47.3
46.5
49.0
47.6
44.0
52.0
47.0

4.8
6.3
.5
1.5
4.0
4.3
.7
4.2
5.3
4.7
4.2
2.6

Administrative Staff
A

B

C

1-4
5-8
9-12
13/more
1-4
5-8
9-12
13/more
1-4
5-8
9-12
13/more

41
27
13
14
36
54
13
9
46
21
9
20

48.7
48.7
46.0
46.7
49.0
46.7
41.8
41.0
48.0
43.6
48.8
49.8

5.2
6.5
8.4
6.6
4.8
6.2
8.0
12.8
9.2
7.1
5.3
5.0
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The consideration mean as perceived by superintendents when years
employed as-superintendent of system was a variable revealed no
pattern.

The consideration mean as perceived by the superintendents

who have held their current position for 5-8 years was above the state
mean of 46.8 in Group A; superintendents who have held their current
position for 5-8 years and 13 or more years were above in Group B;
and superintendents who have held their current position for 1-4
years, 9-12 years, and 13 or more years were above the state mean in
Group C.

The analysis of variance showed that the size of school

system and years employed as superintendent of system effects and the
interaction of these two factors were nonsignificant at the .05
level as perceived by superintendents,

[size: F(2,52) = .15 p =

.8571; years superintendent : F(2,52) = .08 p = . 9274; and size X
years superintendent: F (4,52) = 1.99 p = .1098]
The consideration mean of superintendents when years employed as
superintendent of system was a variable indicated no trends as
perceived by staff members.

In Group A, staff members perceived the

consideration of superintendents who have held their current position
for 1-4 years and 5-8 years above state mean of 47.3; in Group B,
those who have held their current position for 1-4 years were above;
and in Group C, those who have held their current position for 1-4
years, 9-12 years, and 13 or more years were above the state mean.
The analysis of variance showed that size of school system was
nonsignificant at the .05 level as perceived by staff members.
[size: F(2,287) = .91 p = .4025]

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

67

However, years employed as superintendent of system and the
interaction of size of school system and years employed as
superintendent of system yielded significant effects at the .05 level
as perceived by staff members,

[years superintendent: F(2,287) =

3.26 p = .0400; and size X years superintendent : F(4,287) = 3.33 p =
.0109]

A Scheffe' comparison revealed no significant difference

between years employed as superintendent of system and the interaction
of size and years employed as superintendent at the .05 level and at
the .10 level as perceived by staff members.

Years Employed in the School System as a Variable
Of the 20 public school superintendents in Group A who completed
the LBDQ, 3 or 15 percent have been employed 1-9 years in the school
system; 2 or 10 percent, 10-19 years; 11 or 55 percent, 20-29 years;
and 4 or 20 percent, 30-39 years.
In Group B, 22 superintendents completed the questionnaire.

Of

these, 2 or 9 percent have been employed 1-9 years in the school
system; 4 or 18 percent, 10-19 years; 8 or 36 percent, 20-29 years; 6
or 27 percent, 30-39 years ; and 2 or 9 percent, 40-49 years.
Of the 20 superintendents in Group C who completed the
questionnaire, 4 or 20 percent have been employed 1-9 years; 1 or
5 percent, 10-19 years; 8 or 40 percent, 20-29 years ; and 7 or 35
percent, 30-39 years.
Initiating Structure: In Table 10 are shown the initiating
structure means and standard deviations of the three groups as
perceived by the superintendents themselves and their staff members in
terms of size when years employed in the school system is a variable.
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Table 10

Means and Standard Deviations
In Terms of Size
Years Employed in the System as a Variable
Initiating Structure Dimension

Superintendents
Group

A

B

C

Years/Empl.

1-9
10-19
20-29
30-39
1-9
10-19
20-29
30-39
40-49
1-9
10-19
20-29
30-39

Number

3
2
11
4
2
4
8
6
2
4
1
8
7

Group
Mean

Group
Standard Deviation

45.0
39.0
45.2
40.2
42.5
45.2
44.1
46.1
49.5
45.0
42.0
47.7
46.0

2.6
0
4.2
5.0
.7
10.4
5.0
4.4
3.5
5.9
0
5.3
6.8

Administrative Staff
A

B

C

1-9
10-19
20-29
30-39
1-9
10-19
20-29
30-39
40-49
1-9
10-19
20-29
30-39

17
7
52
19
7
19
45
30
11
19
8
27
42

47.2
44.4
44.7
47.1
42.5
47.4
47.1
45.0
45.4
45.5
45.2
47.8
46.8

6.0
6.0
6.6
7.4
6.9
5.1
6.3
5.4
8.6
5.7
3.4
5.4
5.2
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The initiating structure mean as perceived by superintendents
when years employed in the system was a variable revealed no pattern.
In Group A, the initiating structure mean as perceived by
superintendents with 20-29 years was above the state mean of 45; in
Group B, those with 10-19 years, 30-39 and 40-49 years were above; and
in Group C, those with 20-29 and 30-39 years were above.

The analysis

of variance showed that size of school system and years employed in
the system and the interaction of these two variables were
nonsignificant at the .05 level as perceived by superintendents.
[size; F(2,51) = .33 p = .7185; years employed : F(2,51) = .84 p =
.4366; and size X years employed: F (2,51) = .51 p = .7277]
The initiating structure mean of superintendents when years
employed in the system was a variable did not show a trend as
perceived by staff members.

In Group A, staff members perceived the

initiating structure of superintendents with 1-9 and 30-39 years above
the state initiating structure mean of 46.2; in Group B, those with
10-19 and 20-29 years of experience were above ; and in Group C, those
with 20-29 and 30-39 years were above the state mean.

The analysis of

variance revealed that the size of the school system and years
employed in the system effects and the interaction of these two
factors were nonsignificant at the .05 level as perceived by staff
members,

[size: F(2,291) = .28 p = .7558; years employed : F(3,291) =

.61 p = .6136; and size X years employed : F(6,291) = 1.82 p = .0958]
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Consideration; Table 11 shows that the consideration means
and standard deviations of the three groups as they were perceived
by the superintendents themselves and their staff members In terms
of size when years employed In the school system was a variable.
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Means and Standard Deviations
In Terms of Size
Years Employed in the System as a Variable
Consideration Dimension

Superintendents
Group
Years/Empl.
Number
Group
Group
_____________________ Responses__ Mean______ Standard Deviations
A

B

C

1-9
10-19
20-29
30-39
1-9
10-19
20-29
30-39
40-49
1-9
10-19
20-29
30-39

3
2
II
4
2
4
8
6
2
4
I
8
7

48.3
38.5
48.0
44.0
47.5
48.5
46.9
46.8
44.0
46.7
48.0
47.8
46.1

2.0
.7
4.9
2.7
2.1
3.1
4.9
3.8
2.8
3.6
0
5.8
5.5

Administrative Staff
A

B

C

1-9
10-19
20-29
30-39
1-9
10-19
20-29
30-39
40-49
1-9
10-19
20-29
30-39

17
7
52
19
7
19
45
30
11
19
8
27
42

47.5
48.8
47.6
49.3
36.4
48.6
47.9
47.3
40.6
44.6
50.5
48.5
47.6

6.0
3.3
6.7
6.5
4.9
5.1
6.4
5.7
10.6
12.0
6.2
6.1
6.8

The consideration mean as perceived by superintendents
employed in the school system was a variable revealed no pattern.
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The consideration means as perceived by the superintendents with
1-9 and 20-29 years of experience were above the state mean of 46.8 in
Group A; superintendents with 10-19 and 20-29 years, above the state
mean in Group B; and superintendents with 10-19, 20-29, and 30-39
years, above the state mean in Group C.

The analysis of variance

showed that the size of school system and years employed in the school
system effects and the interaction of these two factors were
nonsignificant at the .05 level as perceived by superintendents.
[size: F(2,51) = 1.26 p = .2921; years employed : F(2,51) = .52 p =
.5972; and size X years employed : F(4,51) = 1.57 p = .1955]
The consideration mean of superintendents when years employed in
the school system was a variable revealed no trends as perceived by
staff members.

In Group A, staff members perceived the consideration

of superintendents with 1-9, 10-19, 20-29, and 30-39 years above the
state consideration mean of 47.3; in Group B, those with 10-19 and
20-29 years were above; and in Group C, those with 10-19, 20-29, and
30-39 were above the state mean.

The analysis of variance revealed a

significant effect for the size of the school system and years
employed in the school system at the .05 level as perceived by staff
members,

[size: F(2,291) = 5.30 p = .0055; years employed : F(3,291) =

5.88 p = .0008]

A Scheffe* comparison revealed no significant

difference between sizes.

However, a Scheffe* comparison revealed a

significant difference between the superintendents employed from 1-9
years and those from 10-19 years at the .05 level and between those
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employed from 1-9 years and those from 20-29 years at the .10 level.
The interaction of size of school system and years employed in the
school system were nonsignificant at the .05 level,

[size X years

employed: F(6,291) = 2.01 p = .0640]

Age of Superintendent as a Variable
Of the 20 public school superintendents in Group A, who completed
the LBDQ, 1 or 5 percent is 30-39 years of age; 7 or 35 percent,
40-49; 11 or 55 percent, 50-59; and 1 or 5 percent, 60-69.
In Group B, 22 superintendents completed the questionnaire.

Of

these, 4 or 18 percent are 30-39 years of age; 5 or 22 percent, 40-49;
9 or 40 percent, 50-59; and 4 or 18 percent, 60-69.
Of the 20 superintendents in Group C who completed the
questionnaire, 5 or 25 percent are 40-49 years of age; 13 or 65
percent, 50-59; and 2 or 10 percent, 60-69.
Initiating Structure: In Table 12 are shown the initiating
structure means and standard deviations of the three groups as
perceived by the superintendents and their staff members in terms of
size when years of age is a variable.
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Table 12

Means and Standard Deviations
In Terms of Size
Age of Superintendent as a Variable
Initiating Structure Dimension

Superintendents
Group
Age/Supt.
Number
Group
Group
_____________________ Responded__ Mean______ Standard Deviation
A

B

C

30-39
40-49
50-59
60-69
30-39
40-49
50-59
60-69
40-49
50-59
60-69

1
7
11
1
4
5
9
4
5
13
2

39.0
45.1
43.7
36.0
47.7
42.6
43.7
49.2
47.4
46.0
45.0

4.9
3.9
0
6.1
4.3
6.3
3.2
4.8
5.7
11.3

Administrative Staff
A

B

C

30-39
40-49
50-59
60-69
30-39
40-49
50-59
60-69
40-49
50-59
60-69

4
33
52
6
15
29
47
21
13
72
11

43.7
44.3
46.6
45.6
48.3
45.1
46.5
45.2
46.6
46.7
46.8

8.4
7.7
5.5
8.1
5.6
6.1
5.9
7.5
5.2
5.4
4.0

The initiating structure mean as perceived by superintendents
when the age of the superintendent was a variable described no
trend.

In Group A, the initiating structure mean as perceived by

superintendents who are 40-49 years of age was above the state mean of
45; in Group B, those who are 30-39 and 60-69 years of age were above;
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and in Group C, those who are 40-49, 50-59, and 60-69 years of age
were above.

Due to the sparcity of data in several of the cells, the

variable size was eliminated for the purposes of analysis, yielding a
one way ANOVA.

The analysis of variance showed that the age of the

superintendent was a nonsignificant factor at the .05 level as
perceived by superintendents,

[age: F(3,58) = .19 p = .8984]

The initiating structure mean of superintendents when the age of
the superintendent was a variable revealed no pattern as perceived by
staff members.

In Group A, staff members perceived the initiating

structure of superintendents who are 50-59 years of age above the
state mean of 46.2; in Group B, those who are 30-39 and 50-59 years of
age were above; and in Group C, those who are 40-49, 50-59, and 60-69
years of age were above.

Again, the variable size was eliminated.The

analysis of variance showed that the age of the superintendent was a
nonsignificant factor at the .05 level as perceived by staff members,
[age: F(3,299) = 1.48 p = .2197]
Consideration: Table 13 shows the consideration means and
standard deviations of the three groups as they were perceived by the
superintendents themselves and their staff members in terms of size
when years of age is a variable.
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Table 13

Means and Standard Deviations
In Terms of Size
Age of Superintendent as a Variable
Consideration Dimension

Superintendents
Group
Age/Supt.
Number
_____________________ Responded
A

B

C

30-39
40-49
50-59
60-69
30-39
40-49
50-59
60-69
40-49
50-59
60-69

1
7
11
1
4
5
9
4
5
13
2

Group
Mean
39.0
45.8
47.1
48.0
48.0
45.2
47.2
47.5
47.8
46.6
47.5

Group
Standard Deviation

4.8
5.1
0
4.8
2.8
3.9
4.6
3.5
5.7
4.9

Administrative Staff
A

B

C

30-39
40-49
50-59
60-69
30-39
40-49
50-59
60-69
40-49
50-59
60-69

4
33
52
6
15
29
47
21
13
72
11

50.2
46.2
49.0
48.3
47.4
47.0
47.1
43.3
45.3
47.9
47.8

3.9
6.9
5.9
6.1
5.6
7.3
6.1
9.6
11.5
7.5
5.7

The consideration mean as perceived by superintendents when the
age of the superintendent is a variable revealed no pattern.

The

consideration means as perceived by the superintendents who are 50-59
and 60-69 years of age were above the state mean of 46.8 in Group A;
superintendents who are 30-39, 50-59, and 60-69 years of age were
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above the state mean in Group B; and superintendents who are 40-49 and
60-69 years of age were above the state mean in Group C.
ANOVA was used for analysis.

One way

The variable size was eliminated because

of the sparcity of data in several of the cells.

The analysis

of variance showed that the age of the superintendent was a
nonsignificant factor at the .05 level as perceived by superintendents,
[age; F(3.58) = .20 p = .8969]
The consideration mean of superintendents when the age of the
superintendent is a variable posited no trend as perceived by
staff members.

In Group A staff members perceived the consideration

of the superintendent who is 30-39 years of age and of the
superintendents who are 50-59 and 60-69 years of age above the state
mean of 47.3; in Group B,

those who are 30-39 years of age were

above; and in Group C, those who are 50-59 and 60-69 years of age were
above.

The variable size was eliminated because of the sparcity of

data in several of the cells.

The analysis of variance showed that

the age of the superintendent was a nonsignificant factor at the .05
level as perceived by staff members.[age: F(3,299) = 1.97 p = .1168]

Salary of Superintendent as a Variable
Of the 20 public school superintendents in Group A who completed
the LBDQ, 1 or 5 percent is in the $20,000-$29,000 range ; 13 or 65
percent, $30,000-$39,000; 5 or 25 percent, $40,000-$49,000; and 1 or 5
percent, $50,000-$59,000.
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In Group B, 22 superintendents completed the questionnaire.

Of

these, 4 or 18 percent are in the $30,000-$39,000 range; 15 or 68
percent are in the $40,000-$49,000 range; and 3 or 14 percent,
$50,000-$59,000 range.
Of the 20 superintendents in Group C who completed the
questionnaire, 1 or 5 percent is in the $30,000-$39,000; 8 or 40
percent, $40,000-$49,000; 7 or 35 percent, $50,000-$59,000; and 4 or
20 percent, $60,000 or more.
Initiating Structure; In Table 14 are shown the initiating
structure means and standard deviations of the three groups as
perceived by the superintendents themselves and their staff members in
terms of size when the salary of the superintendent is a variable.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

Table 14

Means and Standard Deviations
In Terms of Size
Salary of Superintendent as a Variable
Initiating Structure Dimension

Superintendents
Group

A

B

C

Salary/Supt.

$20,000-29,000
30,000-39,000
40,000-49,000
50,000-59,000
30,000-39,000
40,000-49,000
50,000-59,000
30,000-39,000
40,000-49,000
50,000-59,000
60,000-More

Number
Responded
1
13
5
1
4
15
3
1
8
7
4

Group
Mean
51.0
42.2
44.2
51.0
43.5
45.9
44.0
42.0
48.7
44.8
45.0

Standard Deviation
0
4.3
3.0
0
3.3
6.6
2.6
0
5.5
6.0
5.9

Administrative Staff
A

B

C

$20,000-29,000
30,000-39,000
40,000-49,000
50,000-59,000
30,000-39,000
40,000-49,000
50,000-59,000
30,000-39,000
40,000-49,000
50,000-59,000
60,000-More

5
64
22
4
23
72
17
8
32
37

46.2
46.2
45.5
35.5
44.5
47.1
44.3
45.2
47.8
46.6
45.5

2.8
6.3
6.1
10.6
6.0
6.4
5.4
3.4
6.1
4.4
5.7

The initiating structure mean as perceived by superintendents in
the $40,000-49,000 range was highest, in the $50,000-59,000 range
second, in the $60,000 or more third, and in the $30,000-39,000 range
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In Group A, the initiating structure mean as perceived by the
superintendent in the $20,000-29,000 range and the superintendent in
$50,000-59,000 range were above the state mean of 45; in Group B, the
mean of those in the $40,000-49,000 range was above; and in Group C,
the mean of those in the $40,000-49,000 range was above and the mean
of those in the $60,000 or more range was the same as the state mean.
Due to the sparcity of data in several of the cells, the variable size
was eliminated for the purposes of analysis, yielding a one way
ANOVA.The analysis of variance revealed that salary of superintendent
was a nonsignificant effect at .05 level as perceived by
superintendents, [salary: F(4,57) = 1.86 p = .1304]
Staff members perceived the initiating structure mean of
superintendents in the $40,000-49,000 range highest, in the
$30,000-39,000 range second, in the $60,000 or more range third, and
in the $50,000-59,000 range last.
In Group A, staff members perceived the initiating structure of
the superintendent in the $20,000-29,000 range above and the
superintendents in the $30,000-39,000 range at the same level as
the state mean of 46.2; in Group B, those in the $40,000-49,000 range
were above; and in Group C, those in the $40,000-49,000 and
$50,000-59,000 ranges were above.
eliminated.

Again, the variable size was

The analysis of variance revealed that salary of

superintendent was a nonsignificant factor at .05 level as perceived
by staff members,

[salary: F(4,298) = 1.16 p = .3285]

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

Consideration:

Table 15 shows the consideration means and

standard deviations of the three groups as perceived by the
superintendents themselves and their staff members in terms of size
when the salary of the superintendent is a variable.

Table 15
Means and Standard Deviations
In Terms of Size
Salary of Superintendent as a Variable
Consideration Dimension

Superintendents

Group
Salary/Supt.
Number
Group
___________________ Responded
Mean
A

B

C

$20,000-29,000
30,000-39,000
40,000-49,000
50,000-59,000
30,000-39,000
40,000-49,000
50,000-59,000
30,000-39,000
40,000-49,000
50,000-59,000
60,000-More

1
13
5
1
4
15
3
1
8
7
4

45.0
44.8
49.2
53.0
48.7
47.0
44.0
48.0
47.6
46.4
46.7

Standard Deviation
0
4.5
4.9
0
6.4
3.1
2.0
0
6.0
5.3
3.6

Administrative Staff

$20,000-29,000
30,000-39,000
40,000-49,000
50,000-59,000
30,000-39,000
40,000-49,000
50,000-59,000
30,000-39,000
40,000-49,000
50,000-59,000
60,000-More

5
64
22
4
23
72
17
8
32
37
4

46.0
48.3
48.3
45.5
47.1
47.4
41.2
50.5
46.5
49.2
44.6

2.7
6.2
6.7
9.3
6.8
7.1
6.3
6.2
7.7
4.9
12.0
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The consideration mean as perceived by superintendents in the
$40,000-49,000 range was highest, in the $50,000 or more range second,
in the $50,000-59,000 range third, and in the $30,000-39,000 range
last.
The consideration means as perceived by the superintendents in
the $40,000-49,000 and $50,000-59,000 ranges were above the state mean
of 46.8 in Group A; superintendents in the $30,000-39,000 and
$40,000-49,000, above the state mean in Group B; and superintendents
in the $40,000-49,000 range, above the state mean in Group C.

Due to

the sparcity of data in several of the cells, the variable size was
eliminated for the purposes of analysis, yielding a one way ANOVA.
The analysis of variance revealed that salary of superintendent was
a nonsignificant effect at .05 level as perceived by superintendents,
[salary: F(4,57) = .45 p = .7735]
Staff members perceived the consideration mean of superintendents
in the $30,000-39,000 range highest, in the $40,000-49,00 range
second, in the $50,000-59,000 range third, and in the $60,000 or more
range last.
In Group A, staff members perceived the consideration of
superintendents in the $40,000-49,000 range above the state mean of
47.3; in Group B, those in the $40,000-49,000 range above the state
mean; and in Group C, those in the $50,000-59,000 range were above.
Again, the variable size was eliminated.

The analysis of variance

showed that salary of superintendent was a nonsignificant effect at
.05 level as perceived by staff members.[salary: F(4,298) = 1.17 p =
.3221]
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Institution Attended by Superintendent as a Variable
Of the 20 public school superintendents in Group A who completed
the LBDQ, 7 or 35 percent attended Louisiana State University (LSU);
10 or 50 percent, state colleges in Louisiana; and 3 or 15 percent,
out of state universities.
the questionnaire.

In Group B, 22 superintendents completed

Of these, 5 or 27 percent attended LSU; 11 or 50

percent, state colleges in Louisiana; and 5 or 23 percent, out-ofstate universities.
Of the 20 superintendents in Group C who completed the
questionnaire, 7 or 35 percent attended attended LSU; 8 or 40 percent,
state colleges in Louisiana; and 5 or 25 percent, out-of-state
universities.
Initiating Structure; Table 16 reports the initiating
structure means and standard deviations of the three groups as they
are perceived by the superintendents and their staff members when the
institution attended by the superintendent is a variable.
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Table 16

Means and Standard Deviations
In Terms of Size
Institution Attended by Superintendent as
Initiating Structure Dimension

i

Superintendents
Institution

A

B

C

LSU
La. St.Col.
Out-of-State
LSU
La. St. Col.
Out-of-State
LSU
La. St. Col.
Out-of-State

Number
Responded
7
10
3
6
11
5
7
8
5

Standard Deviation
43.0
44.5
42.0
48.6
45.6
40.2
50.5
43.7
44.4

3.9
4.8
6.0
4.1
5.1
5.7
4.6
5.2
5.3

Administrative Staff
A

B

C

LSU
La. St. Col.
Out-of-State
LSU
La. St. Col.
Out-of-State
LSU
La. St. Col.
Out-of-State

32
49
14
32
55
25
31
38
27

47.2
44.5
45.8
46.8
46.7
44.0
48.2
46.3
45.4

6.2
7.4
3.0
5.8
6.8
5.2
5.3
5.1
5.0

The initiating structure mean as perceived by superintendents who
attended Louisiana State University was highest, the mean of those who
attended other universities in Louisiana was second, and the mean of
those superintendents who attended out-of-state universities was
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In Group B, the initiating structure means as perceived by
superintendents who attended LSU and state colleges were above the
state mean of 45; and in Group C, the mean of those superintendents
who attended LSU was above the state mean.

The analysis of variance

revealed no significant differences between sizes and the interaction
of size and institution,

[size: F(2,52) = 2.05 p = .1389; and size X

institution: F (4,52) = 1.54 p = .2044]

However, the analysis of

variance revealed a significant effect for the institution attended by
the superintendent at the .05 level as perceived by superintendents,
[institution: F(2,52) = 4.38 p = .0174]

A Scheffe' comparison

revealed a significant difference between those superintendents who
attended
Louisiana State University and those who attended
out-of-state universities as perceived by superintendents.
The initiating structure mean of those superintendents who
attended Louisiana State University was highest, the mean of those who
attended other universities in Louisiana was second, and the mean of
those superintendents who attended out-of-state universities was
lowest as perceived by staff members.
In Group A staff members perceived the initiating structure mean
of superintendents who attended LSU above the state mean 46.2; in
Group B, staff members perceived those who attended LSU and state
colleges above; and in Group 0, staff members perceived those who
attended LSU and state colleges above the state mean.

The analysis of

variance revealed no significant differences between sizes and the
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interaction of size and university,

[size: F(2,288) = .64 p = .5287;

and size X institution: F(2,288) = .90 p = .4629]

The analysis of

variance revealed a significant effect for the institution attended by
the superintendent at the .05 level as perceived by staff members,
[institution: F(2.288) = 3.03 p = .0499]

A Scheffe* comparison

revealed a significant difference between those superintendents who
attended Louisiana State University and those who attended
out-of-state universities as perceived by staff members.
Consideration: Table 17 shows the consideration means and
standard deviations of the three groups as they are perceived by the
superintendents and their staff members when the institution attended
by the superintendent is a variable.
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Table 17

Means and Standard Deviations
In Terms of Size
Institution Attended by Superintendent as a Variable
Consideration Dimension

Superintendents
Group

A

Institution

LSU
La. St. Col
Out-of-State

B
La. St. Col.
Out-of-State
LSU
La. St. Col.
Out-of-State

C

Number
Responded
7
10
3
6
11
5
7
8
5

Standard Deviation
47.0
45.0
49.3
47.0
46.8
47.2
48.5
45.7
47.0

4.8
4.6
6.5
3.3
4.2
4.3
6.9
3.9
3.2

Administrative Staff
A

B

C

LSU
La. St. Col.
Out-of-State
LSU
La. St. Col.
Out-of-State
LSU
La. St. Col.
Out-of-State

32
49
14
32
55
25
31
38
27

48.8
47.4
48.3
46.7
46.8
45.2
48.9
47.2
46.3

7.1
6.2
4.4
6.2
7.7
7.4
5.6
7.1
10.9
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The consideration mean of superintendents when the institution
attended by superintendents as a variable described no trend as
perceived by superintendents.

The consideration mean as perceived by

the superintendents who attended LSU and out-of-state universities was
above the state mean of 46.8 in Group A; superintendents who attended
LSU and out of state universities, above the state mean in Group B;
and superintendents who attended LSU and out of state universities,
above the state mean in Group C.

The analysis of variance revealed no

significant differences between sizes, institutions, and the
interaction of size and institution at the .05 level as perceived by
the superintendents,

[size: F(2,52) = .01 p = .9928; institution:

F(2,52) = .96 p = .3891; and size X institution: F(4,52) = .39 p =
.8179]
The consideration mean of superintendents when the institution
attended by superintendent was a variable indicated no pattern as
perceived by staff members.
In Group A staff members perceived the consideration of
superintendents who attended LSU, state colleges, and out-of-state
universities above the state mean of 47.3; and in Group C, those who
attended LSU were above the state mean.

The analysis of variance

revealed no significant differences between sizes, institutions, and
the interaction of size and institution at the .05 level as perceived
by staff members,

[size: F(2,288) = 1.72 p = .1816; institution:

F(2,288) = .89 p = .4120; and size X institution: F(2,288) = .30 p =
.8794]
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Prior Position as a Variable
Of the 20 public school superintendents In Group A group who
completed the LBDQ, 10 or 50 percent were supervisors prior to
becoming superintendents, 3 or 15 percent, assistant superintendents;
6 or 30 percent, principals; and 1 or 5 percent, a university
professor.
In Group B, 22 superintendents completed the questionnaire.

Of

these, 9 or 40 percent were supervisors prior to becoming
superintendents; 8 or 36 percent, assistant superintendents; and 5 or
22 percent, principals.
Of the 20 superintendents In Group C who completed the
questionnaire, 5 or 25 percent were supervisors prior to becoming
superintendents; 8 or 40 percent, assistant superintendents; 3 or
15 percent, principals; 2 or 10 percent, university professors; and 2
or 10 percent, superintendents.
Initiating Structure; Table 18 describes the Initiating
structure means and standard deviations of the three groups as they
are perceived by the superintendents themselves and their staff
members when the prior position of the superintendent Is a variable.
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Table 18

Means and Standard Deviations
In Terms of Size
Prior Position as a Variable
Initiating Structure Dimension

Superintendents
Group
Prior
___________ Position
A

B

C

Supervisor
Asst. Supt.
Principal
Professor
Supervisor
Asst. Supt.
Principal
Supervisor
Asst. Supt.
Principal
Professor
Supt.

Number
Standard Deviation
10
3
6
1
9
8
5
5
8
3
2
2

44.8
43.3
42.0
42.0
44.8
46.1
44.4
49.0
44.0
46.3
45.5
49.5

4.2
7.5
4.1
7.6
3.2
5.7
4.5
6.6
5.8
6.3
4.9

Administrative Staff
A

B

C

Supervisor
Asst. Supt.
Principal
Professor
Supervisor
Asst. Supt.
Principal
Supervisor
Asst. Supt.
Principal
Professor
Supt.

47
15
28
5
48
42
22
16
51
18
2
9

47.2
43.1
44.0
47.0
47.0
45.2
46.0
48.0
46.2
48.0
38.5
46.3

5.5
8.6
7.0
4.5
6.6
6.0
5.9
5.2
5.2
5.0
2.1
5.1

The initiating structure mean as perceived by superintendents
whose prior position was supervisor was highest, assistant
superintendent next, and principal last.
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In Group B the initiating structure mean as perceived by
superintendents who were assistant superintendents was above the state
mean of 45.

In Group C, the means of the superintendents who were

supervisors, principals, professors, and superintendents were above
the state mean.

Due to the sparcity of data in several of the cells,

the variable size was eliminated for the purposes of analysis,
yielding a one way ANOVA.

The analysis of variance showed that prior

position of superintendent was a nonsignificant effect at the .05
level as perceived by superintendents,

[positions; F(4,57) = .63 p =

.6452]
Staff members perceived the initiating structure mean of
superintendents whose prior position was supervisor highest, principal
next, and assistant superintendent last.

In Group A, staff members

perceived the initiating structure of superintendents who were
supervisors above the state mean of 46.2; in Group B those who were
supervisors were above; and in Group C, those who were supervisors,
assistant superintendents, principals, and superintendents were above
the state mean.

Again, the variable size was eliminated.

The

analysis of variance revealed that prior position of superintendent
was a nonsignificant factor at the .05 level as perceived by staff
members,

[position: F(4,298) = 1.52 p = .1976]

Consideration: Table 19 shows the consideration means and
standard deviations of the three groups as they were perceived by the
superintendents themselves and their staff members when the prior
position of the superintendent is a variable.
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Table 19

Means and Standard Deviations
In Terms of Size
Prior Positions as a Variable
Consideration Dimension

Superintendents
Prior
Position

Number
Responded

Supervisor
Asst. Supt.
Principal
Professor
Supervisor
Asst. Supt.
Principal
Supervisor
Asst. Supt.
Principal
Professor
Supt.

10
3
6
1
9
8
5
5
8
3
2
2

Group

47.1
48.3
43.6
49.0
46.7
47.6
46.2
47.6
47.3
45.0
45.5
49.0

Group
Standard Deviation
5.1
4.5
4.8
0
3.4
4.4
4.3
4.0
6.0
7.0
4.9
2.8

Administrative Staff
A

B

C

Supervisor
Asst. Supt.
Principal
Professor
Supervisor
Asst. Supt.
Principal
Supervisor
Asst. Supt.
Principal
Professor
Supt.

47
15
28
5
48
42
22
16
51
18
2
9

48.2
49.0
47.5
46.4
46.8
44.9
48.4
49.6
49.0
45.3
33.0
42.6

6.4
6.9
6.3
3.6
7.5
7.7
4.8
4.1
5.5
8.7
25.4
13.1

The consideration mean as perceived by superintendents whose
prior position was assistant superintendent was highest, supervisor
next, and principal last.
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The consideration means as perceived by the superintendents who
were supervisors, assistant superintendents, and a university
professor were above the state mean of 46.8 in Group A;
superintendents who were assistant superintendents, above the state
mean in Group B; and superintendents who were supervisors and
assistant superintendents were above the state mean in Group C.

Due

to the sparcity of data in several of the cells, the variable size was
eliminated for purposes of analysis, yielding a one way ANOVA.
The analysis of variance showed that prior position of superintendent
was a nonsignificant factor at
superintendents,

the .05 level as perceived by

[position: F(4,57) = .93 p = .4518]

Staff members perceived the consideration mean of superintendents
whose prior position was supervisor as highest, assistant
superintendent next, and principal lowest.
In Group A, staff members perceived the consideration of
superintendents who were supervisors, assistant superintendent, and
principals above the state mean of 47.3; in Group B, those who were
principals were above; and in Group C, those who were supervisors and
assistant superintendents were above.
eliminated.

Again, the variable size was

The analysis of variance showed that prior position of

superintendent was a nonsignificant effect at the .05 level as
perceived by staff members,

[position: F(4,298) = 1.88 p = .1135]
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Summary of Variables
Initiating Structure and Consideration Dimensions

Supt.
Size
Education
Size X Ed.

N.S.^
M.Ed>Fh.D .**
N.S.

Adm. Staff

Consideration
Supt.
Adm. Staff

N.S.
N.S.
N.S.

N.S.
N.S.
N.S.

SIG.^
M.Ed+30> Ph.D.
N.S.

Size
Years Supt.
Size X Yrs. Supt.

N.S.
N.S.
N.S.

N.S.
N.S.
N.S.

N.S.
N.S.
N.S.

N.S.
SIG.
SIG.

Size
Years Employed

N.S.
N.S.

N.S.
N.S.

N.S.
N.S.

Size X Yrs. Empl.

N.S.

N.S.

N.S.

SIG.
10-19> 1-9**
20-29> 1-9*
N.S.

Age

N.S.

N.S.

N.S.

N.S.

Salary

N.S.

N.S.

N.S.

N.S.

N.S.
N.S.

N.S.
N.S.

Size
Institution
Size X Inst.
Prior Position

N.S.
N.S.
LSU>
LSU>
Out of St. ** Out of St.**
N.S.
N.S.
N.S.

N.S.

N.S.

N.S.

N.S.

N.S.

Legend
1
2

N.S.
BIG.
*-p
* - p

- Not Significant
- Significant, but not revealed in pairwise comparison
<.05
<.10
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SUMMARY, INTERPRETATION OF FINDINGS, AND RECOMMENDATIONS

The purpose of this study was to investigate how leadership
behavior of public school superintendents was affected by
organizational characteristics in their school districts.

More

specifically, this study proposed to determine how the leadership
styles of Louisiana public school superintendents vary in terms of
size when certain variables were examined.
Using the Ohio State Theory of Leader Behavior (Halpin, 1957),
the researcher examined the differences in the leader behavior of
Louisiana local public school superintendents on two dimensions,
initiating structure and consideration.
from two points of view:
administrative staff.

Each dimension was perceived

that of the superintendent, and that of the

The population of this study was the local

school superintendents of the 66 local school systems in Louisiana.
The local school systems were categorized into three groups according
to the size of the school district in terms of public student
registration.

Usable data were obtained from 62 superintendents and

303 administrative staff members.

For various groups of

superintendents, means, and standard deviations were computed.
Analysis of variance was also used to determine significant
differences between such groups.
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Summary
An analysis of the data revealed the following:

The Leader Behavior of School Superintendents
Both the initiating structure mean and the consideration mean of
superintendents as perceived by staff members were greater than those
of superintendents' self perceptions.

The difference between the

consideration scores of the superintendents' self perceptions and the
consideration scores of the superintendents as perceived by the staff
members was highly significant.

The Leader Behavior of School Superintendents in Terms of School Size
The initiating structure mean of the superintendents increased as
the size of the school system increased as perceived both by the
superintendents and their staff members, while the consideration mean
of the superintendents increased as the size of the school increased
as perceived only by the superintendents.

The increases were not

significantly different, however, as perceived both by superintendents
and their staff members.

Education as a Variable
The number of superintendents with higher degrees increases as
the size of the school system increases.

A Scheffe' comparison

revealed that the initiating structure mean of superintendents with a
M.Ed. was significantly higher than those with a doctorate as
perceived by the superintendents at the .05 level.
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When consideration was the dependent variable, the analysis of
variance revealed that the size of the school system and education of
superintendent effects were significant at the .05 level as perceived
by staff members.

A Scheffe' comparison revealed that the

consideration mean of superintendents with a M.Ed. + 30 was
significantly higher than those with a doctorate as perceived by staff
members at the .10 level.

Years Employed as Superintendent of the System as a Variable
When consideration was the dependent variable, years employed as
superintendent of system and the interaction of size of school system
and years employed as superintendent of system were significant at the
.05 level as perceived by staff members.
not reveal significant differences.

A Scheffe' comparison did

However, the data indicated in

Groups B and C that the consideration mean of those superintendents
employed as superintendent of system for 1-4 years was greater than
the mean of those employed for 5-8 years as perceived by staff
members.

Years Employed in the School System as a Variable
The greatest number of superintendents in all three groups have
been employed 20-29 years in their school system, followed by those
who have been employed 30-39 years.
The consideration mean of the superintendents as perceived by
staff members was significant for the size of the school system and
years employed in the school system factors at the .05 level.

A
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A Scheffe' comparison revealed no significant difference between
sizes.

However, a Scheffe' comparison revealed that the consideration

mean of superintendents employed from 10-19 years was significantly
higher than those employed from 1-9 years as perceived by staff
members at the .05 level.

The mean of those superintendents employed

from 20-29 years was significantly higher than those employed from 1-9
years at the .10 level.

Age of Superintendent as a Variable
Age of the superintendent was a nonsignificant factor at the .05
level as perceived both by the superintendents and their staff
members.

Institution Attended by Superintendent as a Variable
The institution attended by the superintendent was a significant
effect at the .05 level on the initiating structure variable as
perceived both by the superintendents and their staff members.

A

Scheffe' comparison revealed that the initiating structure mean of
those superintendents who attended Louisiana State University was
significantly higher than the mean of those who attended out-of-state
universities as perceived both by the superintendents and their staff
members.

Prior Position of the Superintendent as a Variable
Prior position of the superintendent was a nonsignificant factor
at the .05 level as perceived both by the superintendents and their
staff members.
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Interpretation of Findings
It was hoped that the results of the research would aid In the
understanding of leadership generally, serve as a guide for
Interpreting LBDQ scores In Louisiana, and contribute to an
understanding of the nature of school system size and other factors
acting upon Louisiana public school superintendents.
The data for this study were analyzed with respect to Initiating
structure and consideration scores of superintendents as perceived by
the superintendents and their staff members.

A significant finding of

this study revealed that there Is agreement between the
superintendents and their staff members In terms of their perceptions
of the goals of a superintendent.

However, there Is disagreement

between the superintendents and their staff members In terms of their
perceptions of good human relations of a superintendent.
The education of the superintendent had a statistically
significant effect on the Initiating structure dimension.

The data

Indicated that the Initiating structure score of superintendents with
a M.Ed. was significantly higher than those superintendents with a
doctorate as perceived by the superintendents.

Thus, the

superintendents with the lowest degree perceived their Initiating
structure significantly higher than those with the highest degree.
These findings lead Into a discussion of the place-bound and
career-bound superintendent.
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The place-bound superintendent is promoted from within the school
system to the superintendency, while the career-bound superintendent
is promoted to the superintendency from outside the system.

Data from

the literature indicated that career-bound superintendents obtained a
greater amount of formal education (Snow and Hickcox, 1967).

This

study revealed that the greatest number of superintendents in Groups
A, B, and C have been employed 20-29 years in their school system,
followed by those who have been employed 30-39 years.
Since most of the superintendents in Louisiana are place-bound,
and place-bound superintendents tend to have less formal training than
career-bound superintendents, one can speculate that place-bound
superintendents in Louisiana scored higher on the initiating structure
dimension as perceived by the superintendents.

Thus, local school

boards desiring a superintendent who perceives his leadership style as
task-oriented should consider selecting someone from within the
system.
Another statistically significant effect was that of the years
employed in the school system on the consideration dimension of
superintendents as perceived by staff members.

The data from this

study indicated that the consideration score of superintendents who
have been employed from 10-19 years was significantly higher than
those superintendents employed from 1-9 years as perceived by staff
members.

This finding is supported by the literature.

Mondschein

(1974) and Rawlings (1970) stated that the relationship-oriented style
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of leadership was more associated with longer periods of time as an
administrator, longer periods of time with the present school
district, and with older administrators.
A final statistically significant effect was that of the
institution attended by the superintendent on the initiating structure
dimension as perceived both by the superintendents and their staff
members.

The data from this study revealed that the initiating

structure score of those superintendents who attended Louisiana State
University was significantly higher than the score of those
superintendents who attended out-of-state universities as perceived
both by the superintendents and their staff members.
Initiating structure is associated with the accomplishment of
group achievement.

A good leader initiates action and accomplishes

tasks and thus implements the goals of the formal organization.
Therefore, school boards that want to highlight initiating structure
criteria might consider candidates who attended Louisiana State
University.
The success of a school system is dependent upon several factors,
one of which is the quality of performance exhibited by the
administrative staff.

Their performance is partly the result of

leader behavior that provides them with the necessary amount of task
structure and personal consideration.

Although this study did not

deal directly with effectiveness, studies previously mentioned in this
research that utilized the LBDQ (Christner and Hemphill, 1955; Halpin
and Winer, 1952; Hemphill, 1955; Dawson, 1970; Hills, 1963; Fast,

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

102

1964; Brown and Dalton, 1980; Welch, 1982; and James, 1983) reported
that leaders who scored high in consideration and initiating structure
were rated as highly effective.
The reader should not assume from the results of this study that
superintendents are perceived as highly effective by administrative
staff members because they have more than

ten years of experience ina

school system and have attended Louisiana

State University.

It is

more likely that many independent variables are related to the
response and should be included as a factor.

For example, in studying

the dependent variables of initiating structure and consideration,
several independent variables - amount of education, amount of
experience, amount of salary, prior position - could all have an
effect on the scores of the two dimensions.
effective leaders based on high scores on

Hence, to predict
the initiating structureand

consideration dimensions a probabilistic model should be used.
The reader can assume, however, that there are superintendents in
Louisiana currently perceived as effective through the LBDQ who did
attend Louisiana State University.

Furthermore, the educational

administrative training of Louisiana State University may be a process
of significant influence in the improvement of leadership.

Recommendations
The researcher recommends the following areas for further research
and development;
1.

Further research on the leader behavior of local public school
superintendents in Louisiana should go beyond leadership factors
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of initiating structure and consideration and explore such
factors as satisfaction and motivation.
2. Further research on the leader behavior of career-bound and
place-bound superintendents in Louisiana could benefit school
boards in their selection of a superintendent.
3. Replication of this study should be done periodically to
monitor the changes in variables such as education, years
employed as superintendent, years employed in the school
system, age of superintendent, salary, prior position, and
institution attended by superintendent.
4. Another recommendation would be to determine the leader
behavior of Louisiana local public school superintendents
from the perceptions of school board members.

It might

highlight another criterion that school boards utilize to
select a new superintendent; namely, the interaction between
the superintendent and the school board.
5.

A final recommendation, and the most significant, would be a
study concerning the prediction of effective leaders through
the use of a probabilistic model.
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STATEMENT OF POLICY

Concerning the Leader Behavior Description Questionnaire and Related

Permission is granted without formal request to use the Leader
Behavior Description Questionnaire and other related forms developed
at The Ohio State University, subject to the following conditions:
1.

Use: The forms may be used in research projects. They may
not be used for promotional activities or for producing
income on behalf of individuals or organizations other
than The Ohio State University.

2.

Adaptation and Revision: The directions and the form of the
items may be adapted to specific situations when such
steps are considered desirable.

3.

Duplication: Sufficient copies for a specific research
project may be duplicated.

4.

Inclusion in dissertations: Copies of the questionnaire may
be included in theses and dissertations. Permission is
granted for the duplication of such dissertations when
filed with the University Microfilms Service at
Ann Arbor, Michigan 48106 U.S.A.

5.

Copyright: In granting permission to modify or duplicate
the questionnaire, we do not surrender our copyright.
Duplicated questionnaires and all adaptations should
contain the notation "Copyright, 19— , by The Ohio
State University."

6.

Inquiries : Communications should be addressed to:

Center for Business and Economic Research
The Ohio State University
1775 South College Road
Columbus, Ohio 43210 U.S.A.
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THE LEADER BEHAVIOR DESCRIPTION
QUESTIONNAIRE
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_School System_

What is your educational administrative training?
M. Ed.
M. Ed. + 30 or Specialist
Ed.D. or Ph.D.
What is the institution from which your graduate degree was attained?

How many years, including this year, have you been superintendent of
this system?

How many years, including this year, have you been employed by this
system?

What is the position you held prior to becoming superintendent?

What is your age?

What category does your salary fall into?
$20,000 - $29,000
$30,000 - $39,000
$40,000 - $49,000
$50,000 - $59,000
$60,000 or more
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Below is a list of items that may be used to describe your behavior.
This is not a test of ability. It simply asks you to describe what
you think you do in supervising your administrative staff.
DIRECTIONS:
(a)

Read each item carefully.

(b)

Think about how frequently you engage in the
behavior described by the item.

(c)

Decide whether you always, often, occasionally,
seldom, or never act as described by the item.

(d)

Draw a circle around one of the five letters
following the item to show the answer you have
selected.
A
B
C
D
E

=
=
=
=
=

ALWAYS
OFTEN
OCCASIONALLY
SELDOM
NEVER

(1)^

Do personal favors for group members . . . .

A

B

C

D

E

(2)^

Make my attitudes clear to the group . . . .

A

B

C

D

E

(3)^

Do little things to make it pleasant
to be a member of the g r o u p ......... A

B

C

D

E

(4)^

Try out my new ideas with the group . . . .

A

B

C

D

E

(5)

Act as the real leader of the group . . . .

A

B

C

D

E

(6)^

Be easy to understand.............. A

B

C

D

I

(7)^

Rule with an iron h a n d .............. A

B

C

D

I

(8)^

Find time to listen to group members . . . .

B

C

D

I

(9)^

Criticize poor w o r k ................ A

B

C

D

I

(10)

Give advance notice of changes....... A

B

C

D

I

(11)^

Speak in a manner not to be questioned . . . A

B

C

D

I

(12) ^

Keep to myself...................... A

B

C

D

I

(13)^

Look out for the personal welfare of
individual group members............. A

B

C

D

1

A
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A
B
C
D
E
(14)^

=
=
=
=
=

ALWAYS
OFTEN
OCCASIONALLY
SELDOM
NEVER

Assign group members to particular tasks . . A

(15)

Be the spokesman of the group............ A

(16)^

Schedule the work to be d o n e ............ A

(17)^

Maintain definite standards of
performance ............................

(18) ^

Refuse to explain my actions*............ A

(19)

Keep the group i n f o r m e d ................ A

(20)^

Act without consulting the group*........ A

A

(21)^

Back up the members in their actions . . . . A

(22)^

Emphasize the meeting of deadlines ....... A

(23)^

Treat all group members as my equals . . . . A

(24)^

Encourage the use of uniform procedures

(25)

Get what I ask for from my supervisors . . . A

(26) ^

Be willing to make changes.............. A

(27)^

Make sure that my part in the organi
zation is understood by group members

(28) ^

Be friendly and approachable............ A

(29)^

Ask that group members follow standard
rules and regulations.................. A

(30)

Fail to take necessary a c t i o n .......... A

(31)^

Make group members feel at ease when
talking with t h e m ...................... A

(32)^

Let group members know what is expected
of t h e m ............................... A

(33)

Speak as the representative of the group . . A

(34)^

Put suggestions made by the group into
operation ..............................

. .A

... A

A
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A
B
C
D
E

=
=
=
=
=

ALWAYS
OFTEN
OCCASIONALLY
SELDOM
NEVER

(35)^

See to it that group members are working
up to capacity............................A

B

C

D

E

(36)

Let other people take away my leader
ship in the g r o u p

A

B

C

D

E

(37)

Get my superiors to act for the welfare
of the group members...................... A

B

C

D

E

(38)^

Get group approval in important matters
before going ah e a d ........................ A

B

C

D

E

(39)^

See to it that the work of group members
is coordinated
.......................... A

B

C

D

E

(40)

Keep the group working together as a
t e a m ..................................... A

B

C

D

E

Copyright
The Ohio State University, 1957

Items in the consideration Scale
Items in the Initiating Structure Scale
Items 5, 10, 15, 19, 30, 33, 36, 37 and <
scored on either dimension
These items are scored in reverse
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APPENDIX C
LETTERS OF INTRODUCTION TO
THE SUPERINTENDENT AND THE
ADMINISTRATIVE STAFF
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Post Office Box 44064
Baton Rouge, Louisiana
November 4, 1983

Dear Superintendent
Mr. P. Edward Cancienne is a student at Louisiana State University and
an administrative officer in the Office of Academic Programs at the
State Department of Education. I have on several occasions discussed
various aspects of Mr. Cancienne's study with him.
Having reviewed his proposal, I believe that the study is a
significant research effort in the area of school administration.
results of the study could have implications for the training
and appointment of administrators and the study of leadership in
general.

The

Oh behalf of Mr. Cancienne, I hope that you will assist him by taking
a few minutes of your time to participate in this research.
Sincerely,

John R. Dupre
Assistant Superintendent
Office of Academic Programs
JRD/tpb
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Post Office Box 44064
Baton Rouge, Louisiana
November 5, 1982

Dear Superintendent
I am a doctoral student in administrative education at Louisiana State
University. My dissertation study examines the influence of school
system size on the leader behavior of superintendents, as perceived by
superintendents and.their administrative staffs. I am seeking
participation from superintendents and administrative staffs in the
public school systems of Louisiana. I would greatly appreciate your
acceptance of participation in the study.
I would ask that you do two things: (1) fill out the Leader Behavior
Description Questionnaire and (2) examine the enclosed list of your
administrative staff for accuracy, marking changes. Upon your
approval, these members of your staff will be asked to participate.
I have enclosed an envelope for your use in returning the
questionnaire and staff list to me. Upon receipt of these materials
from you, I will send a Leader Behavior Description Questionnaire to
the members of your staff on the enclosed list, along with a letter
seeking their participation and indicating your approval of the study.
Upon completion of the study, it would be my pleasure to send you the
results, if you would so indicate.
Let me assure you that participation will take only a few minutes of
your time and that all data collected will be held in the strictest
confidence and reported anonymously.
Allow me to thank you in advance for your consideration.
Sincerely,

P. Edward Cancienne
PEC/tpb
Enclosures
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December 1, 1983

Dear Participant:
I am a doctoral student in administrative education at Louisiana State
University. My dissertation study examines the influence of school
system size on the leader behavior of superintendents, as perceived by
superintendents and their administrative staffs. I am seeking
participation from superintendents and administrative staffs in the
public school systems of Louisiana.
Your superintendent participated in the initial phase of this study,
and gave approval for me to seek your participation in the second
phase. Let me assure you that such participation will take only a few
minutes of your time, and that all data collected will be held in the
strictest confidence and reported anonymously.
I would ask that you fill out the Leader Behavior Description
Questionnaire which is attached to this letter. Please return it to
the person who gave it to you. Upon completion of the study, it would
be my pleasure to send you the results, if you would so indicate.
Allow me to thank you in advance for your consideration.
Sincerely,

P. Edward Cancienne
PEC/tpb
Attachment
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